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PR iJrr STATUS OF CAREER FLA* NINO RLifJUECIi 

In the past year there he* been an Increasing 

t emphasis on Career Planning for Naval ;f fleer* » This hes 
sen evidenced by widespread interest among officers In ell 
reaches of the Navel Service end the pub licet Ion of e reosnt 
series of articles in the V*f • Navel Training Bulletin* Of 
perticular Interest is en article on Caresr * leaning for 
supply Corps Officers in the August 194S issue which discussed 
Career Petterne in general terns end susserised the technical 
md fost-Oreduate training opportunities an individual of fleer 
say be afforded to supplement hie career ae it develops* 

The Classification and Field eeearch ranch of 
jthe Bureau of Naval Personnel has also been concerned with 
i Career Planning and has just completed an investigation of 
i»pti«al duty assignment patterns and other auccesa faatora 
s the careers of 1029 selected lino Off! care* (2) 

Zn addition* certain other reseeroh projects now 
l.n process or already completed say be related* in part* 
frith certain phases of career Planning* Xn this category 
is a survey conducted recently by the bureau of Nevel 
personnel with a selected sample of Regular UfN Naval 
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Officers In all categories which a u*,ht to det ermine, among 
other thias*» opinions end preferences of this group of 
jrfsval Officers with respect to e career pattern in which 
the main tendency waa defined aa primarily "logistical or 
technical" aa compared to e career pattern described at of 
a "line, command or operational" nature. (3) 



KISSIvH OP THE B53RSAU OP SUPPLIES AND ACCOUNTS 

In order to evaluate properly the setting of 

this research project. It la important to understand the 

basic mi eel on of the Bureau of Supplies and Accounts and 

its Corps ef supply Officers* 

In accordance with Navy Regulations, the Bureau 

of Supplies and Accounts la charged with the following 

general responsibilities of the level Establishment* (4) 

"(1) The procurement, custody, shipment, warehousing, 
issue, aele of, and accounting for, all supplies 
including food, fuel, clothing, general stores, and 
retail store atoetc and other property and aervioes 
of the levy* 

(2) The coordination of the Operation of the levy Supply 
System* 

(3) The control of the Ravsl Stock Fund, the Naval Working 
Fund, the Naval Procurement Fund and the Clothing and 
Small Stores Fund* 

(4) The procurement and disbursement of money for the 
Navy, and the payment for material and services 
procured for the levy* 

(6) The keeping of money end property accounts of the 
Navel Establishment to Include appropriation and 
eost accounting at shore activities, and coat 
inspection under all types of coat contrasts, including 
audita of the books end records of contractors* 

(6) The administration of e centralized storage operating 
organisation for the c ntrol of all storage facilities 
of the Naval Establishment* 

(7) Authorizing and c* ntrolling the transportation ef 
Navy property end of authorized baggage of Navy 
Personnel* 
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(8) C nurturing merchant vesaela for ironayortati <n 
purposes) the loading and unloading of cargo shlpa and 
tankers) arid procuring, operating and adairtlo taring 
cargo terminal facilities, to include the procuring 
and assigning of stavadoree • 

(9) Preparing information and inatruotiona regarding income 
tax and the dissemination thereof throughout the gavel 
Establishment, 

(10) Preparing and reviling tha navy Travel Inatruetlona, 
jointly with the Bureau of Navel Personnel, 

(11) Fixing the prices at which material shall he expended 
from navy Stock Account, 

(IS) Certifying to the Coaptroller General of the United 
States any charge against an officer or agent of the 
Xavy entrusted with public property, which charge 
arises fro* any loss to tha Government ee to the 
property entrusted to hits and oocuring through hie 
fault." 



THE 3G?PLY CORPS OFFICER 

The total number of Supply Corps Cf fleers on active 
duty ae of 14 June 1949, the latest available figure, was 
3901 including 623 Chief warrant end Warrant Officers, (3) 

Cf this number, 2307 ere classified aa Regular USX Supply 
Corps officers. 

This reseereh project le eelcly concerned with 
Regular OSH Supply Cv.rpa Officers, Many of these officers 
have had greatly divergent backgrounds of el Villen and 
military training a»J experience. This group of Supply 
Officers entered the Regular Kavy in several dlffarent ways. 
The majority ere ex-Reserve Of fleers, either Supply Corps 
or Line. However, e number ere Kaval Academy Graduates. 

Some received commissions direct from Civil life, Havel 
R TC unite or from e former Enlisted status. 

In the eouree of hie career, on individual Supply 
Cffloer may be ordered to a great variety of duty assignments 
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commonly known «• billets* ions of these billet* are of the 
type in which the emphasis It on the overall general Supply 
function while others require specialised technical skills 
and knowledge* Again, billets stay be essentially edjeini strati ve 
or primarily operative either in a large organization or ae 
part of a small Independent detachment* Billets exist for 
Supply Corps Cf floors on the majority of Hovil Vssssle and 
on practically all taffs, Commends o^d Shore Stations, in 
the Continental United . tales and st overseer: bases throughout 
the world* 

It ie in this setting end with this group of ^upply 
Corps Officers that this research project in Career Planning 
baa been undertaken* 
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WHAT GCnSTITWES SCCC^SFGL CA'JSH flASRIJra 

Successful C&roer Planning la believed to be 
dependent on the develop ant of a career pattern whieh 
represents a meaningful succession of duty assignments 
that have been designed to develop the professional skill 
of the individual Supply Corps Officer qualifying hi« for 
duty assignments of increasing importance end reaoonaibility • 
career pattern eo developed should enable each officer 
to realise fully hi a own capebllltiaa end pan* it hits te 
achieve hi a paraonal objectives of an honorable and uaeful 
eereer in ereae of hla greatest proficiency and interest, 

OBJECTIVE Of TEE RJK5SAHCM 

Accordingly, the objective of this research 
project le to examine oertsln eapecta of Career Planning 
In order to determine the attitudes of a representative 
staple of Supply Corpe Of floors rslatlvt to Career Planning 
in g "eral, in addition, an attempt has been mode to 
ascertain their aug eations relativa to neons by which 
tartar planning nay be node more effective , 

Related to these basic eoncepta are e group 
of aore specific questions around which this reaeereh 
project haa been organised and constructed ee follows j 
1, whet ere typical Career fat terns for Supply of fie era 



in various ranks? 
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2, how do the officer* included in tfclc atudy rot* their 
overall career pattern* and the individual billot* they 
have held? 

3. in the opinion of the officer* surveyed, whet are 
especially desirable and worthwhile billets that night 
be useful In the construction of standardized career 
patterns for the various rente? 

4* that means have these officers used to select or pattern, 
in any aenner, successive duty assignments and how 
aucceaeful have they been? 

6* Low such clgniflcance du these officers feel the choice 
of an Individual duty pattern will have In future 
assigacents? 

6« How such Information do these officers have relative te 
Career Planning and what are the heat sources of this 
da te? 

7. what la the relationship. If any, between the weighting 
of general advantagaa and disadvantages of a ffaval 
Caraer, ratal by these officers *.j 3 those advantages 
and disadvantages that are sore closely related to 
I Career Planning and the develop ent f career pattern*? 

3, How do the officers lncludtd In this study evaluate 
their career In proposed len<, th of service at thia 
tlse? 

<*• 'ould it autka any dlfferance to thaae officers aa to 
antlelpated length of service If - 
(e) They had e greeter opportunity to participate in 
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planning their career* t 

lb) A nee pay bill la passed in auostsntlally the saste 
fora as originally proposed in the recosixeudatlons 
of the Civilian Advisory Coswisaio n on Araed 
Services Pay. (7) 

10. Finally, what specific su cations do thsse offioera 

na?e for the design and accoaDlishaent of ra^re aeanlngful 
and effective career planning? 



?A (T III 



KET-^D 0* H£ »i/v ?CH 

^fiLi.CTI'.S 0 ? M jaAAI f^fcAHCH XHSTRSlOl Tt 

There ira several cathode of researeh that sight 
be employed in an Investigation of this nature* fiowever, 
in consideration of the time and facilities available and 
tbs desirability of aeouring a largo end represents ti va 
randox sample* the fawiliar questionnaire eaeaed heat 
aulfced to achlavs the enda desired* "'horafore, fcitfe 
aMthod was selected* hut vlth a full realisation of lta 
limitations* particularly lta tendency to force answers 
! into pre«*eonceived categories* 

I Aa expressed by one officer in the "Hot tudy* 

"It i« appreciated that objective questions are rseeaaaary 
in order that result a nay be compared on a common heals* 

Hotel the tend 11*5* I felt on ease questions a desire to 
qualify ay «> a wars one way or another as ay exact feellnga 
could not be expressed*" 

An attempt was mads to minlalse this fault to 

isoae extant by the uce of ©pan-enda on Many of the questions* 

Answers were also scaled with a range of four or five choices 

rather than a aixple Yes or Ho response* where possible. 

DfcVKLJPKsKT AMD TfcSTIMO OP THt it t IRIS&KTAL QUKT 1 IoX»AI*S 
Prior to the construction of a questionnaire* 
interviews ware o.nducted with a r.u her of r upply Corps 
officers in order to determine some of the baele laauea 
related to Career Planning* Additional tine was spent 
examining the various possible reeearoh approaches to the 
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problem of Career Planning, 

/lnelly, an -»perl entel Career leaning 
Questionnaire, t3ee Appendix k), w&s developed and 
pre-tested la a pilot study of 21 randoaly selected \e*ular 
USX Supply Corps officer* in the ranks of Lieutenant (J3) 
to/and including that of Commander, distributed as 
Indicated in Table I. A follow-up post card wot mailed out 
to the Pilot Study roup in order to secure the nos t complete 
response possible, 

TABLE I 

RKSF^JSEii or RLOUiAH USK SUPPLY CvhPS oFTICERS 



TO CAT. hR 

THL 


la r a: so c,UwTi cukai 
PILOT STUDY 


SfcST o'JT IM 


uanjc 


go, : ant 


Cut Vo. fie turned 


^ Return 


CiiLIi ♦ 


6 


3 


CO, 


LCiOR. 


9 


9 


100, 


LT. 


# 


7 


77,7 


LT(JO). 


6 


6 


7b, 


Totals 


31 


s* 


60,6 



The ana were of this group of of floors were checked 
in order to determine the efficiency of the individual 
questions in gathering Information desired end how well 
the questionnaire, in general, was working. Particular 
attention wea paid to suggestions relative to the oontent 
and wording of each question and com-' ant offered to improve 
the questionnaire ee e whole. 

Certain changes were made In the Career Planning 
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Questionnaire largely as a result of the Hot tudy (See 
Appendix 3 for a *>u mery of theae modi float! one ) • 

TEE Chli^tsJi paAK«IaO »Uft&iXo»SeXtt A,' fcMTX&LD 

The Career Planning questionnaire in the fora sent 
out, (Included so Appendix C), followed the series of questions 
which have already been indicated in art Tee, -ta temant of 
the Pr blea, The following analyoia further elaborates the 
purposes in nlndi 

Question 1-e - Iheao questions are designed to identify the 
group of officers answering the Career Planning Questionnaire, 
as a group, and to furnish a basis for any ccaparis^n data 
that night prove useful, 

ueatlon S - here the Officer indies tee what hie own career 
pattern has been end rotes each individual billet held, 
ueatlon fl • Again a rating la required of relative satis- 
faction in three sepsrate chronologies! periods of an 
officer's career, Fr«- sr, xartine and tost-k.ar, 
ueatlon 7 - /n attempt to find the billets aost worthy of 
inclusion in et&ndsrdiaed caiesr patterns, 

'uaatlon 8 - Another evaluation response. In this case the 
total career pattern of the offieer to date, 
questions P-11 - The core idea behind this group of questions 
is whether it is possible for officers to plan auoosasfully 
a carear and if ao, on whet beaia has this Career la lining 
taken place. 
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Questions 12 and 13 - Tow important Is Career Planning to 
tha individual officer when rated with other more general 
advantages and disadvantages believed incident to a Naval 

Career a a a whole? 

Questions 14-16 - Here an attempt has been mode to determine 
the anticipated future tenure of service for this group of 
officere as woll as tha modifies ‘ ion In these estimates that 
might occur with an increased participation lay individual 
officers in Career Planning* Al«®, the changes that might 
develop in the event a new pay bill ia pasted in substantially 
the same fora aa originally proposed by the Civilian Advisory 
Commission, that la, increased pay end altered retirement 
provisions • 

uestlon 17 - This ie essentially a suggestion box with an 
opportunity for the individual officer to present hie own 
theories on how career planning nay bo made note effective. 

He also has an opportunity to “sound-off* favorably or other- 

[ iae on career planning for supply C cr. ? officer e. 

ELECTION 0? THE SAMPLE 

The sample of officere selected to be surveyed in 
thla research project was drawn from tha ranks of Lieutenant (JO), 
Lieutenant, Lieutenant Commander and Commander. In each of 
these ranks, one third (33-1/3#) of all Regular USN upply 
Corps Officers, aa of 15 February 1*4*, were chosen* (6) 

This selection wee not entirely random ea only 
names of officers on duty in the Continental United states 
were used, wherever possible, therefore, the sample ia not 
completely repreaentatlve of the whole group of Supply Corps 
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Officers In each r« n* « owever, it !• believed th* staple 
chosen til edeq.ete f - r , ur'oses ot tils study »- «:• a aver 
bias would ba present In say event, the reason for the 
restriction of the t-^.ple to offlcera on dat7 in the 
continental United tates »aa to e pedlte the return of the 
Career Planning ^uestionnulrea. 

* Ithln the limitations which have Just been 
indicated, names were selected randomly from a complete 
Hating of nu. ply Corps fleers In aach of the rantea 
surveyed. Ko Temporary, United Duty, ava or Reserve 
Officers on active duty wct’c Included ir» the sample. 
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PA ft? IV 

f>lU3UI?A?XuH -J? RESULTS 

SUteKA FT OF OJwU? < l - ^.HO 

Th* Career leaning ueetienmii re was ms 1 lad to 
th* Supply Corps Officer* Included In the aa plo selected 
on 15 April 1*42. The terrain* tlon date for return of the 
questionnaire was set as 30 June lv49 In order to peralt 
sufficient tine for anal ala of tha result** Approximately 
fifteen additional completed questionnaires were received 
i after this date* These were not included in the results. 
The number of ~upply Corps Officer* surveyed together with 
I the response mad* for esch rank and for the total group 
surveyed, ia indicated in Table II. 

TABLE II 

REE r HZ.& vF E..GULAR UC<» .IV LY CVSF3 i.rPTCLftS 
TO THE C A Ki.£ R PlAUNlMd *<(MUfTXulMI!t8 SENT OUT 



- i»Qfc 


ho. Sent Out 


No. Returned 


% Returned 


CMDR. 


j 4 


63 


66*8 


LCMDR. 


172 


112 


62*2 


LT* 


168 


105 


62*5 


LT(JJ). 


143 


106 


74.1 


Totals 


577 


323 


68*1 



VI th reaps* t to the quantity of this response, 
officer* in the rank of Lieutenant (JO) made tha bast 
shoving with a 74*1)1 return exceeding that of the other 
ranks surveyed by approximately b%, From the standpoint 
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of an overall eatloste of quality, the responses of 
Cowsandara wore superior* The questionnaires returned by 
Lieutenants tended, aa a group, to indicate an underlying 
tension. This feeling seested to be present and revealed 
in aoae of the coat ants Made* 

Personal data furnished by the Supply Corpa 
Officer* Included in thla study la suraceriaed In Table III* 
Of particular Interest is the disproportionate naan age 
Interval which exists between the ranks of Lieutenant 
Coassender and Lieutenant* Thla gap la only 1*1 years 
i whereat that separating Cosrrsander and Lieutenant Commander 

E a 6.2 year# and Lleuteniet and Lieutenant (JO) 3*6 years* 
here ie also a considerable overleplj.fi between rsnka* 
a an example, the range of egc for Cowwanders ie 51-31, 
r 20 yeera as contrasted with that of Lieutenant 
own* riders with e 38-20 range, or 10 years* 

£VALUAiIwM3 MALL 

Each Supply Corps Officer was asked to assign 
e rating for every supply billet held* Thla rating wet 
ossed on a aeries of statement* that have been scaled 
with referenoe to tbw os ties ted value of the billet in 
the personal career pet tern of the offloer concerned* 

Approximately 90$ of ell billets held were reted 
In favorable categories* Of Interest la the similarity of 
ratings regardless of rank* This data ie presented in 
Table IV, 
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TABLE III 

CoM* ILATIuK m AML OP wJIAL DATA PV RliSuD 

BY REGULAR OSS *9/1 LY CwRPS uPPj C • .HS 
OK THiJIR CARER FLAK* 1*J *£U ES TI v * K A I RE3 



CATEGORY C*LR LCHP3 LT LTJO 



Dunbar of Officer* Included (ff).. 


63 


lid 


105 106 


Age of Officer* 


Mean Agt , • 


38.0 


31.8 


30.7 


27.1 


Range of Agea . 


51-31 


33-28 


42-26 36-23 


Year* Active Cc. -aisaioned Service 


Mean Year* • • • 


12.6 


8.2 


6.6 


4.9 


Range of Year* • . 


22-7 


12-6 


9-5 


7-3 


Marital Stetua 


Single • 


3.2$ 


10.1$ 


10.5$ 


23.6$ 


Married • ••••••••••• 


*6.8$ 


8*. 9$ 


89.6$ 


76.4$ 


Wo Children . . . . 


* »2]S 


15.3$ 


16.0$ 


24.7$ 


Jne Child ,. •«««..«. 


34.4, 


32,7$ 


37,2$ 


42.0$ 


Two Children 


• 31.1$ 


39.3$ 


36.2$ 


29,6$ 


Three or yore Children • . • 


. 26. 3* 


12.1$ 


10.6$ 


3.7$ 


Applicable Clarification* 


Acadeay Graduate • •••••• 


49.2$ 


10.1$ 


12.4$ 


24.5$ 


Line Trenaferea • «•••«•• 


41.3$ 


25.2$ 


53.3$ 


33.7$ 


Reaerva Tranafaree • •••,. 


33.3$ 


79.0/. 


78. 4« 


54.7$ 


R.vTC or Direct 


Pro* Civilian life • ••••• 


14.3$ 


12.6$ 


4.8$ 


5.7$ 


Poraer Enllated Service . • . . 


4.8$ 


4.2$ 


20.0$ 


35.8$ 


MH °S£&2£ 


Leas than 4 year* High School « 


0.0$ 


o.o. 


2. 9$ 


0.0$ 


4 Year* High School •••••• 


1.6$ 


0.0$ 


1.0$ 


6.6$ 


3 or Leaa Year* of College • • 


. 7.2$ 


5.9$ 


9.5$ 


27.4$ 


College ^egree • ••••••• 


. 54. & 


61.4$ 


66,7$ 


50.0$ 


Foat-Qradua t« work 


. 17.5$ 


10.9$ 


10.4$ 


7.6$ 


Fuat Graduate .« rae • • • • • 


. 12.0$ 


21.8, 


9.5> 


8#4jt 
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T/.BLE IV 

PERCLST AhALX&IS cY SANK wF h- .1NG3 liAUR M REGULAR 
USS SV?i LX CORPS j'FICM FOR i<J t JY KILL.. 1 5 
HIXD ;H TH'o BASIS 0/ If £11! VALUE IN 
A PxjUMjMAl CARAJft PATTuRK 



CATEw'-RT 


fiKDR 


L C4i« 




L1J> 


Vocal Number of Supply dilate Feld 


636 


710 


4 1 


373 


Retina liiiMil 

Ibis duty wt.e defini ely of greet 
value In ay paraonal career pattern 


71*6 


70.5 


64.1 


78.2 


1 believe this duty has been of 
toae value to ay career 


13 .* 


1 *.* 


26.2 


16.7 


Iphia duty will have little or no 
effect on ay carter 


5*4 


5.2 


6.0 


4.0 


fhla aeeaa to have been a repetition 
of previoua duty and of little value 


1.7 


1.6 


1.1 


1.1 


Wj career **y have been retarded 
||iitb this duty aaeignsent 


1.5 


1.4 


1.8 


1.9 


this duty would have been of 
treater value later in ay career 


1.1 


1.6 


• 8 


• 5 
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Table V if i auramary of the extent of satisfaction 
experienced by Supply corps officers is three, a operate 
phases of their careers* Apparently the peak of contentment 
with personal carter patterns occured in the period 
immediately proceeding World ar II « There waa a alight 
slump recorded for wartime career patterns but this trend 
has been reversed in the post-war period with satisfaction 
once again approximating its pre-war high. 

Table VI gives an evaluation of the total career 
patterns to date for this group c t officers* The response 
is again favorable with the majority of officers either 
veil-satisfied that their duty assignments fit into a 
meaningful career pattern or represent a logical sequence 
of billete* 

K CAREER PATTER* tfWBIR SCftdfX** 

Tables VIX and VIII were developed from e detailed 
analysis of the individual career patterns of ell of the 
Supply Corps Officers answering the Career Planning 
■iuestlonnaire* 

It la believed that the percentages Indicated 
for duty locations are distorted to an unknown extent by 
ssveral factors* namely, the bias of the sample Itself to 
Continental United tatea billets, sr.d the unsettled conditions 
under which all of thase offlcsra have served, particularly 
during World War II and in tha adjustment period i mediately 
(following* Therefore this group may be atypical* A random 
sample of all officara regardless of the location of thslr 
present assignment would present a mors accurst# estimate of 
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table v 

PERCART AHALISX3 ff£ RASE 0? SATIS3S KADfe BY 
RB3VLAK CS8 CU' PLY CwRPt u*TlCkR3 
PvR 5E?A ASS PHALUX P TSEZK >' V „KAL CA &©lR ATTJSRI3 



CATLOvRY 




C^TjR 


LCyjm 


q 


LTOJ 


(»> 




S3 


119 


105 


106 


Pr««sir 


Wtll-Satiafled 




34.1 


52.1 


7.6 


5.6 


Satlafied 




14.3 


24.4 


3,8 


5.6 


Diaastlaf ltd 




•0 


♦e 


2.9 


• 9 


Mo v«rvico In thia 


r tried 


1.6 


22.7 


85.7 


87.9 




ftall*~atl«riad 




55.0 


56.3 


42.9 


43.5 


Satlafied 




41.4 


30.1 


52.5 


45.5 


Dlaaatiaflad 




3*0 


7.6 


4.6 


8.5 


Bo Servlca In thia 


Period 


.0 


.0 


.0 


5.7 




Mail-3atiafiad 




8 1.8 


69.7 


55.3 


50.5 


3a ti triad 




30. S 


26.8 


39.0 


36.8 


Dlaaatiaflad 




7.8 


9.1 


5.7 


4.7 


Mo Sarvlca in thia 


Period 


.0 


.0 


.0 


.0 
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TABUS VI 

PEROSXT AiAIXSIS BY HA. C milt 'IS, 8ADK 
&'i UL* iW^PLY CJUtt F^ICIlfS OF 

TffiSX TOTAL MSI VIDWAL CARL t JR cATT»^H£ T „ DATS 



GAJfqjRY 


cm: r 




LT 


Ll i 


C) 


63 


119 


lOfi 


106 


lifting Assigned 










I era well so ti ailed that ay duty 
•saigmente teens to fit into * 
Mcnlngful career pattern • . « . . 


4S.9 


33*6 


24*0 


33*6 


On the whole, ray career pe tfcern 
setae to have followed a logical 
sequence of easignraanta 


26*6 


37,8 


30.0 


31.1 


My c*rcor pattern i««m to 
represent a for cad eoraproraiae 
Batching «y own personal desire# 
with the needs of tha service • • • 


1W ,0 


13,4 


2S.6 


1»*8 


On the whole, 1 an net satisfied 
with certain aspect* of ray career 
pattern* However, perhaps chance 
hee not acted in ray favor * • » , * 


6*5 


6,7 


5.7 


8*3 


Z hava had too aany duty 

aaaignraenta that aaara to be 

n dcad*cnd n hi Zlata and therafora 
faal that ray personal career 
pattern has been generally un«* 
satisfactory •*•••••••••• 


1*6 


• 8 


1*0 


• » 


Miaeellsnaoua responses ••«••• 


1*0 


2,7 


1*0 


• 0 
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TAS^fc. VII 

rmcuet aaalssis by raae f e.ot fat? . -ar i*c* i .?. vs Tint 

BASIS F TOTAL !*;..£,<'• up $x**J%tS HILX&15 !i»;LD. 



CATXfivRY 


Cat'.-B 


LC'VM 


,55 


LYJO 


Total busbar of Jillotu Meltl 


535 


718 


451 


573 


percent* ,e af Fillets at - 










Sti 


20.4 


24,4 


15.7 


21.7 


Foreign 


ID. 7 


14,9 


11.5 


9.4 


Continental unites State* 


57, 9 


00.7 


75.0 


68.9 


> 

TAILS 


VIII 








PETiCi.i T ASAU'SI* BY HE oF DOT FAtTJJUl UCAlI KS ON 
0* TMK BASIL v? TOTAL HUttUR OF JfuflTfCS SERVED 


TBB 


C/>TFu JEY 


C4DR 


LCtfvn 


IT 


LTJQ 


Total t'umber of fconthe erved 


7025 


9466 


5110 


4229 


Percentage of ... nth* at - 










Sea 


20,5 


27.0 


19.0 


26.3 


Foreign 


16,5 


18,8 


15,6 


10.3 


Continental Uni tad States 


61,2 


56,4 


67.4 


63.4 





i.-.t ».•» *..i 
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»seh officer listed in chronologies 1 order, 

• a pert of cuaetion 5, previous doty asaig jaent», that la, 
hie actual career pattern to date* h Type Cassoend Code was 
provided (See Appendix C), in an attenpt to arrange thie 
information into certain broad duty categories covering 
general types of work areas where « Supply officer would 
be likely to serve* 

It wee believed that an analysis of this dab 
might reveal typical career patterns bat thie proved to bo 
erroneous* A number of possible a. pie net ion a »ey account 
for this inability in establishing typical career patterns 
ss follows - 

(1) Typical Career Pst terns mey be actually a myth and do 
not exist* 

(2) The lack of stability present in the Ua.al Service over 
s long period of time, pa rticulerly «a it hae affected 
duty esslgx&tente of officers, haa forced so many 
individual devistiona and adjustments &a to practically 
obscure typical patterns that . * y exist* 

(3) The Type Co.zsend Code as conceived le not s setlefsotory 
tool for classifying this date in e useful form* This 
la probably true ee there were too many billets Hated 
by these officers in the 13th (miscellaneous) category* 

(4) The methods of analysis used. Frequency Distributions 
and s modified Type of Flew Chart were feulty sad not 
■dspted to handling this type of date* 
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(8) finally, the feult csy 11a in the a* .lo 

A detailed analysis of the sequence of duty 
eealgnr-ehts indicated o. the Cere«r • leaning ueatiann&irea 
of Co aaadera did reveal a very Halted general pattern 
over the entire group studied • Frow fcupply Corps ohool 
the majority eere ordered to co»D*t vessels, or 1 tone 
cases to auxillisriea • The next billet usually appeared 
to be either »t a Faval Supply i/epot or Naval Shipyard. 

Proa this pel it deviation* bees*# so nuserous that It was 
no longer possible to follow any patterns* However, aa 
these career developed, assign .ante to the bureau of 
Supplies and Ace unts, Major Commands and, again Naval 
Supply Depots and Javal shipyards appeared at 1 r regular 
lntervala* 

Each Supply Corps Gf fleer was requested in 
Question Ko* 7 to list a^aoific billets fx*oBi his own 
observe t ion end experience that seeaed to his to be moat 
essential and worthy of inclusion in aa loeal, standardised 
ca rear pattern* 

labia IX la a compilation of billeta recommend ad 
by a group of 100 epeclell) celaoted supply Corps f fleers* 
It was necessary to Halt the nussbar of cases used, or In 
effect tc staple the staple of Supply Corps officers 
responding in this particular analysis, for tha following 
reasons » 

(1) rone of the officers failed to answer this question* 
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(2) A number of officers coined their reply to a statement 
that their personal career pattern had either bean too 
specialised, eras prlasiily In lina duties , or so unusual, 
that the? vara ret prepared to give ca adequate answer. 

(3) any of tha recommendations >ada vara not epaoifla enough 
to idantlfy tha blllata designated in order that they 
alght ba included in the tabulations. 

Tha foregoing ooewsents ere equally applicable to 
tha raepo. sea of officers in each of tha ranks surveyed. 
Differences expressed sera alight with a considerable amount 
of agraaaent aa to the blllata that ware most easentlsl and 
worth* hi 1 * * Thera teased to ba a tendency for soma billets 
to overlap between successive rank# which la to ba axpaetad. 
frequency of mention was tha sole criteria e«plojed to 
determine which billets should be listed in Table JX. 

Taking only those billets which had a ni quenoy 
of ention in excess of 00% in labia IX, it la possible 
to derive a composite -pinion aa to what constitutes an 
ideal career pattern aa racox^andad by this group of 
officers. 
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sauuv :x 

.UW.HY j9 CXuMKKfD&TI MAD* El A li^gf „> ..ULAR uCN 
bUrPLY CORPS wVPIC ET.h OF Lb'TLY liLLCTi THAT .-.*: C KaU JRED 
Ty fe* M< -il kSSMtfFlAl. AMD Ull r~L2 i A *nSDAri'I , >*■ CAR:.*.. . ATtiJtM 

* kllj&L »>U^ >,.u<u + ■». I,m 4t.uk oi ,>9lfin 

*3upply end i-l«bura- ^ v*f l lear, aatruyers 
Supply and ^1* burs In* fficer, Construction f • ■ aliwns and other 
Swell Amphibious ores units 

•Assistant to the * up fly officer for Disbursing, or for lathing 
snd Laall stores, chips' Store and C«ewia<.« , eaius to Lor?# 
Ccwbst end Auxilllery Vessels. 

Disbursing .a fleer, as XX hers taiione 

Assistant to Diviei n uf zicer, Naval fup, ly Depots or Shipyards 
Kith Frequent voistiona of Assignments 

MUetfl geoown-3»d for Rank of JLieu tenant jJ3j 

•supply officer. Swell Auxilllery Vessels such ub an AK, AO and AF 
As-'* » -t Supply Officer, Kediun Coabst and Lsr *e uxllllary Vessel) 
Assistant Supply Officer, - -tail anore ^tetions 
•Assistant Division officer, K»vol Lupply Depots, fblpyarda er 
Supply Departments of wjor .lr : tstioas (Assignments Rotated) 
Disbursing officer, Medium Site Shore w tut lens 
•vechaieal Training In e Specie lily followed by 51 list in Sam 

_ JuJ 

•Supply officer, Medium Cob eat or Lar tt e Auxiliary Vessels 
Assistant up ply of fleer. Large Combat Vessels 
-.upply officer, o^ell w..t>re Ltetions of All Types 
•Division Officer, level apply Depots, Shipyards, or Supply 
Dependents f Major Air itati wiia (Assignments otated) 

Assistant Croup Oiflcsr, 'upply Dear and Control Point 
•Staff uty with any .edluw wise Co .and, Afloat or shore 
*?est*-Jrsdufct* Training, business or sraonnal <5w ini strati en 

Billets soosnended for the Saak of Lieut, Comender 

• upply Officer, Medium to Large Combat Vessel 
fcaff Ait y si t. Ksjor C oaasnd, .float or /shore 

• roup or branch Officer, Kaval apply Depot or Meval Shipyard 
•Cup, ly Officer* Kediu: Sise Shore St*tl*no of All Types 

Assistant -upply Officer, Lar<e KsysI or Air Station 
Assistant Division Officer, BuDar.de or Division ffleer, Field brand 
a- -aval ter College Instruction 

• sfc-lreduste Train! .g, usinese or ers-'nnel Ads)!* 1 strati an 
•Supply Officer, Large Cowbst Vessels 

•rtsff L ,ty with Major o sanda « Planning or -sratione 
•Supply and fiaeal 0: floor, large Station 
•Kxseutlve fficer, Ssval supply Depot 
•Senior Assistant •'upply Officer, Naval shipyard 
Assignmnt la Flaming or Le istlcs, supply easnd C ntrol olnt 
or buresu of ■ upplies and Accounts (Bu ends) 

• •Officer in Charge of e Division, Bureau of Supplies and Aco< unta 
•Naval or National -sr College Instruction 

•Frequency ef went! on in exeeee of of rseoacendstlone nde. 
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ttJtANS fcEPWJfBD A*D 6bCCIt&S A*i, IfiiuD I« FLAi iir.J A C* hA-R 

A large majority of til* Supply Corps Officers 
Included in this aurvsy ho vs attempted to select or pattern 
duty assign snts at some tikis In their career , apparently 
with excellent results in the majority of cases. However, 
there ia no way of knowing from this data how much of this 
aucceaa was recorded for specified geographical area choices, 
fable X is en analysis of the responses received. 

The following channel# of coasnunlcatlon were 
employed with reported rucceao by this group of offioera in 
selecting or patterning successive duty assignments j 

(1) Letters, telephone cells or personal visits to the 
Officer Personnel Division (OP0), Bureau of Supplies 
and Accounts. 

(2) OfJiciel Letters to the Lures u of Havel Personnel via 
0?D “when appropriate". 

(3) 8. eelfic applies fciona for ?ast- raduate or Technical 
Instruction. 

(4) Preferences relayed through Senior upply Corps fficara. 
<3) Preferences Indicated on Officer's Pats Card (HavPera 340) 
(6) Preferences Indice ted on Fitness Reports 

Of the channels Indicated (1) was the most popular 

by far, while (4) was believed to be moat certain of success. 

A glimpse into the range and type of oo ante weds is 

afforded in the following sample of responses* 

"I have been fortunate in having moat of rj requests 
granted simply by ferwardir-g latter requests to DuSandA 
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(OP'D) well in advance of the estimated data of 
resssl nmont, often enough to be noticed, but not 
often en u^h to be * mi tenet •" 

"At first I relied on the section i». the Fitness 
F.sport, hen this proved to be e con let© fiasco 
I tried the fflcer»s Date Card (Knv?«r» 340) and 
personal letters to the Detail officer with e greet 
deal more success,** 

"fly s personal visit with officers In tha ’stall 
Off ic# none of wham I had previously known. They 
wars very helpful and although I had to eoapread.ee 
with the needs of the aervlce at the tlae I still 
appreciated their courtecua and friendly Interest 
end conaideretlon," 

"Looking back, 1 think now It la a mistake for a 
young offl ear to attempt to lay out any flr» 
pattern. In most casee O 9 !) has a better grasp of 
what each officer needs and where he can be beat 
utilised, as long ss this dsvsloplng pattern has 
vsrlaty, tbars is no particular nead for letters, 
excspt for snergsney, and personal reasons," 

"By written request for e specific assignment 7 
knew to be open cede direct to (e?x>) becked up 
by the re a »aa:end8 1 ion of a enlor Supply Corps 
Officer under whom 1 previously served," 

"I have attempted to select assign ents tending 
to contribute to e well-rounded oarser, without 
specialising in any particular field and with a 
special emphasis on indspendsnt duty. This 1 
have been able to uecoja llafa by sending personal 
letters direct to fluSundA (0?D) and by occasional 
visits when possible •" 

"I suppose I have either been lucky or a good 
salesman. In any evsnt through personal letters 
to tht Detail eeti q, I he ve reoelved Ju» t abeut 
what I wanted both as to location and type 
assignment with eaphaela on the former, owever, 
x eoaetiaes wonder whether it peye off to be too 
aggressive in this respect," 
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T- iSLft X 

PkRC£!.T ANALYSIS P TB? MUSSEL, vP XlOTJLAB usk pu* ly c^*rps 
OPPICSBS «mu KAV& AIT.,Ai»tH5 T. SLL^tY .1 l>Al?«RK P*JTY 
AS lONJfftffrS TOGSTKEfi »IT« TBfc Atf.UKy or SUCCESS ACK7XVKD 



CAnaaRx. 


C<OB 


LLt n 


LT 


LT.T0 


122 


63 


119 


105 


106 


P*V9«nt An**erin« 


!N 


oO • B 


85.2 


74.3 


69.8 


Mo 


19.1 


16.0 


25.7 


30.2 


Mo. omuri A:.«werin£ Ye* 


si 


9* 


78 


74 


iucce**ful 


III 


78.4 


81.8 


82.1 


7^.7 


Mo 


21.6 


10.2 


17.9 


20.3 
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The 3u ply Corpa Officers included in this survey 

ero divided In their c ini one es to the amount of significance 

sr.d ton* -ration the choice of a career pattern will be 

given in the asalgrfcsent f future duty* a study of the 

results which s re sheen in Tabls XI indies tes that 31. 8£ 

ef the Cmaendera responded In the categories* ary Littla 

or Mono* This ia sere than twice the sum ef these responses 

for the ranks of Lieutenant Cosnoandar and Llautenant (JO) 

and in axcess of four tlresa that for Liautsnant* Bewever* 

many of the Co-aie mltra reap 1 nding in these particular 

categories stated that a ahortaga of officara of their 

rank and experier.ee existed and it was therefore necessary 

to do a considerable am-unt of "hole plugging". Furthermore* 

Co uaenders have raorc of their careers behind then* The 

"mold" has bean already foraad* 

A great variety of comments were aade in answer 

to the open-end portion of this question* several typical 

responses for each of the eetegorlea ero herein included 

to illustrate the viewpoints expressed* 

Category - n flreat f>eal 

"The policy first and foremost Is to rent 
wherever possible personal requests for type 
duty provided if it la In the beat intareat of 
ths service uni the individual* This 1 know 
to be the ease from experience •" 

"From personal observation* and aa prasently 
ad 'lnistsred* it ia my eensldsred aplnion that 
the fficer araonnel Division dots everything 
within ita powtr to place officers so that a 
definite eereer pattern la formed." 
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"I believe the Detail lection la sincerely 1. te rested 
In assigning officers to duty In which they are 
most interested end heat qualified, provided they 
have this informs cl ca." 

Category • -iOK .9 x>ut Aot + oo uoh 

"Officers must understand that there *uat elveya be 
a ooeproalse in the overall attern of balancing 
personal desires with the needs of the service,” 

"Chance way operate in favor of a career pattern 
chosen by an officer* on the other hand while 
Detail Officers v uld like to give him an 
opportunity to carry out this pattern at the time 
of re-ess ignaasnt, openings will not be sveileble 
and he must take something else , R 

"There ere a United number of top billete in 
specialised patterns and therefore a specialist 
oust be prepared to abandon his own interest and 
desires and seek to fit into a more general 
pattern of duty as hia career progresses** 

Category - Very Little 

"The Naval atebliahreent la too large an 
organization to permit such selectivity* *orld 
conditions end budgetary considerations which 
aust be taken Into ace unt will affeet any 

I pre-detcraslned career pattern adversely unless 
the individual officer is extre-e^y fortunate." 

"Changing needs of the service preclude 
considers tion for the development of career 
,'et terns desired by the aajorlty of of fleers* 

If this was not to, who would fill numerous 
billets that are believed undesirable by meet 
officers?" 

"There are few officers who adequately are 
prepared to measure their own capabilities as 
related to the our' ent o,v. ortunitiee and needs 
of the Navy* Therefore, this has to be done 
for them by 3PD." 

Category - None 

"The needs of tne service are paramount* Officers 
are assigned duty in accordance with those needs 
regardless of personal desires or any particular 
career pattern supposedly being followed." 

"Due to the lateneee of my transfer to the Supply 
Corps, 1 feel that the nureau will aasl» n ae where 
they consider 1 can beat fill the billet*" 
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TAJLfe XI 

PlsilCMW AJI^LYfelb i ' fliu H. -» --JLL. 

8'J. LI C*',?3 0mCi?t ‘V£>^ h0 T9t ^XU*! * ICA*CE F t!lt CBwIC* 
UP k CAR* it rArr->S UJM* miTJSi 0*JT7 A*. 2 M*>- *\S 



niim ;RY 


C± -ft 


MM. 


_rjiL- 


LT J?> 

1 HIM— n> 

103 




03 


no 


106 


percent answering - 


1 Oroot Deel 


31.7 


44.5 


80.5 


40.3 


scxo, nut Mot Too **ueh 


36.5 


41.8 


41.8 


47.2 


Vory Llttlo 


23.fi 


10.8 


5.7 


10.4 


Kono 


8.0 


3.4 


1.8 


1.9 
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The »»Jorlty of officer* covered In this study 
believe that nor© information should be • vails 1« on 
Career i lJitisitt*, a a xvae ry cf tnelr responses ia found 
in Table XII* 

Each officer arcs also req eatod to list whet be 
had found to be the test sources of this data* pproulast taly 
60J* of the officers replying in affirrutive categories 
Mentioned the monthly ewaletter ubliafccb by the bureau 
of Supplies and Accounts. Additional sources Hated werct 

(1) Talks with, end advice of, Senior au ply Co a ffieera 

(2) Visits with fflce* Personnel Division ffi.’ero* 

{3} U.u-. iovcl Training bulletin published wonthly by the 

bureau of Sami Personnel* 

(4) All Banda Hagotlne published ntnthly by the *h reau 
ef Kcval ersonnel. 

(3) Kftvy Department beai-^onthly bulletins . 

(6) /.ray snd Ha /y Jju nel, 

(7) Personal obao: v* tier* of aucceaeful careers* 

(o) Hearsay • 

A masher of the officer© Insluded brief e resents 
aoat fz-equant *t whic! were to ^a) expend the a* ount of 
Career Pla jaiJvb dt-U « pea lag l. the monthly Newsletter, (b) 
clarify the role and sequence of duty of the epeelallat end 
(e) publish articlae by otnloi* Offlcara ci«*e%entln« n t sir 
own careers and the solus of various aaalgnro- nta . 



TABLE XIX 



FfcrtCFBT AlM.LYft.Ii r T r.L Au .. 3T if.* .it - l.K h*h UUSLS 
-» CA'^.h n*jftIX‘« A3 Ra-‘ u?.* 3 /* A V JUP c> 
ft. ULAh UCN 'LX CwV* 3 ifflCWfi 



CATiTiRY 


Cnvi 


LC<'H 


U 


L?JU 


1*1 


65 


119 


105 


106 


P*rc«nt Answering - 










All That I JTcefi 


20,6 


21.0 


19.9 


16.1 


S o^# But Sot &uou«h 


33,1 


45.4 


41.9 


44.3 


Vary Llttla 


53,2 


23.5 


32.5 


28.3 


Son* That X Snow vf 


u.i 


10.1 


5.7 


12.3 



sin 1 
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k» AFPKAI3AL OF TfU ADV^i IA Jj AVI- : V/. ,1.. >U ? A NAVA L CA'MR 

Tablaa :ui I a.id XIV »;1t« w*l5hted-»v*ra.'e ratings 
for tne advantages and disadvantage# of a Auval Career deemed 
most important toy till* < roup of officer*, Ineee.ch aa each 
officer was Instructed to »**c 6 choices out of a total group 
of 10 advantages and 12 disadvsnta e*, it *sa necessary to 
derive average ratings for the regaining advantages and 
disadvantages not selected, calculated sa 0*5 and 9,6 
respectively. x 



A vaighted-avera ;a rating for a® eh category was 



then deterelned toy Multiplying each of ths alx choloe 
positions toy ita frequency of selection. The nuntoer of times 
a specific category ass not selected in one of the six choloe 
positions waa multiplied by the average established end the 
sues of ell these products divided by the nusber of officers 
responding,® 

Vhile it la true that t-is rocaduro repreaanta 

L rough approximation, it is believed to be the most practical 
y to develop rank-order positions from this data, 

* An average aa y be calculated for the group of advantages as 
fellowas 6 plus 7 plus 9 pi a * plus 10 (sum of regaining 
choices) divided by 4 (number or remain! >g choices) equele 
8,5 , For Disadvantages ea follows i ~e*e aa above, except 
■ dc) 11 and 18 and divide by 6 equals *,5 . 

® Example s Coasaandcrs restive aa a Naval uffioer 



No Choloe 

Choice 1 * 3 4 6 4 (8,5) 

rU!2t* 03r- |- T§- if- ij" ll* #■ -?33 — “total equals 370 



Than - Divide 370 by 63 (Number of Commanders) to get the 
Kelghted-Averege rating of 6,9 for this category. 
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An interesting group of reiationshl s la ah® wn 
Ln Tables Til I and XIV. • vider.tly officers In torn acre 

Junior rank® evaluate job security and retirement provisions 
ta moat important, while the c- hasia la on the variety of 
laalgnxenta and experienaea a >d Increasing authority and 
t'aap ,nsibility Tor the wore senior rentes, with reapeet 
jbo disadvantages, all oifioers re ard tnelr pay and naval 
using at stoat stations as inadequate, liberal lea ve 
nefi ta vara considered of little consequence aa compared 
u other advantages. As a matter of fact, a number of 
f fleer* stated that thay had been unable to tax# the 
eeve to whiah they were actually entitled. 

The disadvantages given the most weight seem to 
those that cr* more closely related to a Havel career 
n general and the pa tlcular economic and social pattern 
of America today rat er than to Career Planning os much, 
nobility to plan a career was m>t thought to be an Important 
iasdvuntage while t e categories cover! nj little or no 
conaldaratlon of per a na 1 desires or that of too much chance 
entering into changes in uuty assignments tended to be 
rejected by the majority of th* officers in all ranks 
surveyed. Apparently the majority of officers feel that 
they do have an op o fcunity to participate in Jlaonimg 
their career. 
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tabu; xiii 



TBS MoCT IM> T/ T ADV.UflACU' 0 A MAVA L C/. ir 
AL hATED BY A *h L? '■* 6">UlAr. £U. PlY t.-m .• C#A3 



APVA'TAO*. 


CfTR 


A Yaritty of Aesgn^enta 
end -i.erienoee Which 
Maintain interest in ne'e 
bork 


3.5 


increasing Authority end 
Responsibility with 
Seniority 


3.8 


A ^ea sonable A*ount of 
Job Security 


4.1 


ihetlreaent Benefits at a 
Relatively fieri? Age 


4.7 


Prestige as e Kaval office 

Opportunity to Travel and 
Live In Many different 

Area a 


r 3.9 


6.1 


Congenial r ; dal 
Invlrouaent 


6.3 



Periodic Projections in 

Rank 6.6 



P edicel Care for Self 
nd Dependents 7.4 

Liberal Leave ftenefita 8.1 

Total Jfuxber of Possible 
thoieea 378 

Saab or of Clwlccc aede 
of Advanta e« other then 
Group Included Above 14 



1C 7* IT LT J> 1 C eR IXjIR Jg 



2.9 


3.8 


3.8 


1 


1 


s 


3 


3.9 


5.1 


4.8 


2 


8 


4 


4 


4.0 


3.0 


3.5 


3 


3 


1 


1 


4.4 


3.3 


3.7 


4 


4 


3 


2 


6.9 


6.6 


5.9 


5 


3.6 


7 


6 


6.9 


5.6 


5.9 


6 


5.3 


3 


6 


6.9 


7.0 


6.7 


7 


8 


8 


7 


6.8 


6.4 


6.8 


8 


7 


• 


9 


7.6 


7.1 


6.9 


9 


9 


9 


8 


8.3 


7.e 


e.i 


10 


10 


10 


10 


714 


630 


636 










26 


28 


8 
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TABLE XIV 

THE MOST IMPORTANT DISADVANTAGES OP A NAVAL CAREER 
AS RATED BY A GROUP OP REGULAR USN SUPPLY CORPS OFFICERS 



DISADVANTAGE 


Weighted-Average Rating Numerical Position 
CkDR LCMDR LT LTJG CLDR LCMDR LT LTJl} 


Inadequate Pay for Job and 

{Social Position 


3.5 


4.4 


4,1 


4.0 


1 


1.5 


1 


1 1 m 

i 


Inadequate Naval Housing at 
Many Stations 4.7 


4.4 


4.2 


4.6 


2 


1.5 


2 


2 


Frequent end Sometimes 
Avoidable Separations from 
One’s Family 


6,5 


6.5 


5.1 


5.6 


3.5 


4 


3 


3 


Inability to Buy a Permanent 
Home due to Frequent 
Transfers, often with Little 
or no Notice 6.5 


7.7 


6.9 


7.1 


3.5 


9.5 


7 


6 


Interruption of Children’s 
Education 


6.9 


7.7 


7,4 


'7.7 


5.5 


9.5 


9 


8.5 


Career may be Stalled by 
On* Bad Fitness Report 


6.9 


5.3 


6.8 


6.1 


5.5 


3 


6 


5 



Promotions do not Coincide 
with Increasing Respons- 
ibility 7.3 

Inability to Plan a Career 
with any Assurance that it 
Y.ill Subsequently Develop 
In Lanner Desired 7.5 

Assignments to Duty at 
Undesirable Stations or 

Areas 7.7 

Too Much Chance Enters into 
Successive Duty Assignments 7.9 

Lack of Normal Civilian 
Contacts and Friendships 
Due to Relative ‘’hort 
Period of Residence in a 
Community 8.0 



7.0 6.3 5,9 

7.5 7.1 7.2 

7.4 5.2 7.7 

7.6 7.6 8.1 

8.0 8.1 8.2 



7 5 5 4 




H 11 11 11 



Little or No Consideration 
of Personal Desires in 
Changes of Duty 8.4 

Total Number of Possible 
Choice* 378 

Number of Choices made 
of Disadvantages other 
than Group Included Above 14 



8.8 


8.7 


8.6 


12 


12 


12 12 


714 


630 


636 








26 


22 


8 
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It will be nuted that the nuab«r ct miscellaneous 
reason*#* made wee a very email parent of tha total passible 
choice*. A sampling of these responses follows - 

^^ant a ^ae 

"The privileges and responsibilities of service to my country," 

"A general Infonsal education throu h meeting people and being 
places." 



"Preparation for executive administration." 

"Relative ateblllty of living standards - averyona knows your 
position, salary bracket, ate," 



"Specific consideration whare personal affairs of an Important 
nature are Involved. H 

E Opportunity to perform work of importance not evaluated by 
equleltion of wealth." 

Concurrent educational assignments with carter development.* 



>leadvantagee 

'Attitude of many citizens that a regular officer la aoae 
dnd of parasite," 



'At a 8aval officer one cannot ftal aa independent aa If he 
ire a free agent civilian. A aertaln higher level of 
conduct and self-expression la expected of him aa it it cf 
every public official." 



i* Financial burden incident to frequent c enges of duty for 
In excess of compensation provided by Government." 



"Little or no chance for exceptionally able or outstanding 
individuals to accelerate their promotion rate except very 
or toe let# In their esrear." 

PFitnese Reports nay be marked on basis of matters other 
than professional duty." 

"Inequality of promotion policies between Air Force and 
Army and Kavy." 



"The chief diardv ntage is uncertainty in tenure of duty 
et a particular location. Officers are frequently ahlfted, 
apparently not according to plan, arbitrarily a;.d without 
regard to personal hardships and financial sacrifices it 
imposes on these officers and their families." 
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Additional research was applied to the problem 
ef establishing relationships between the various advantages 

and disadvantages se lasted, to augment the method of 
handling the data used in fables XIII and XIV. 

As a result two experimental methods were tried 
with the results Included in Tables XV and XVI. The first 
alternate method was to list the total number of officer! 
who failed to eeleet each advantage and disadvantage In 
one of the six choice petitions, when the categories were 
ranked b y this net hod, the positions were found to be 
similar to the rank-order established by the weighted- 
average rating! with shifts at e a'nlnum of not sore than 
one or two positions. 

The second method developed may be useful 
n determining the selection Intensity f r each of the 
dvantagee and disadvantages included. Hera Is an attempt 
0 get bask to an examination of the ratings made by the 
ndlvldual officer by computing e simple, arithmetic 
verege for the choices made. However, when ecwpe red with 
he otner method! developed, shifts in position are widespread, 
a an example, Cosasandere rate prestige ca a Havel officer 
.n fifth position, yet the mean rating for this category 
»f 8,3 would move it to the first position. 

Actually, none of the methods discussed end used 
j.n this analysis sre completely aa tiefactory. accurate 

t ank-order re tinge can not be established due t* the feet 
hat selections were not made in all the possible choice 
>oaitione. 



TAaLE XV 
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A V IX?*»I*i*fAL EVAL5A7I0K ~<F TbS RRLmVtf IK 'Ta«C£ cF 
! fr« AuVA**TA0t, 3 Of A K/tV-.L CAUSER AS aaTSD BY A Oft \!? 

CF ItLOUiAB 1>-MJ 3U f IX C^AfU u* FI Cl .-,3 

Ruaber of Officer* 

«ho Did Mot Select 

Advantage es One of ifean-Rating 

Six Cholcee For Selection! Made 



ADVA .mag CdDR XSKTft L? ITJil CASH ICgDft LT LTJO 

• WkWMMMMe* MMMM fciUOWWIW CMMMM WMM«M MMMT*' <■* HI W liimiT VWMMUM I ■ IIWW M 



i Variety of Assignment! 


65 


119 


105 


106 










end Experience* ?>hich 
Maintain Interest in One’s 
fterk 


7 


9 


IX 


SO 


2.8 


2.4 


2,6 


2.7 


Increasing Authority end 
Responsibility with 
Senior! ty 


10 


25 


37 


35 


3.0 


2.7 


3 ,2 


3.0 


A Reasonable Amount of 
Job Security 


IS 


15 


6 


16 


3.1 


3.3 


2,6 


2.7 


Retirement benefits at a 
Relatively Early Age 


18 


24 


15 


14 


3.2 


3,4 


2.6 


2.9 


Opportunity to travel end 
Live in Many Different Areas 


27 


63 


57 


47 


4.3 


3.9 


4.0 


4.0 


Prestige as s Xsvsl Officer 


27 


61 


69 


44 


2.3 


3.9 


4,0 


4.1 


Congenial Social Environment 


50 


63 


63 


57 


4.7 


4.7 


4.6 


4.6 


Periodic ?ronotionc in Rank 


56 


63 


61 


62 


4.1 


4.6 


4.4 


4.4 


Radical Cara for "elf and 

Dependents 


46 


93 


69 


61 


4.6 


4.5 


4,4 


4,4 


Liberal Leave Benefit! 


56 


110 


64 


95 


4.9 


6.2 


5.2 


4,6 
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TAtSLE XVI 



Af KA?EF,Xfc*KTAL EVALuAUua u? ’1E& .v_a:IV£ I«. FTaoCX vF THE 
DI5ACVAHTA0SS OP A HAVA L CAK&R AS RATED BY A ORJUP 4P 
•j? nsouiAH ui. fia < lx c^:' a oJ n cejvs 

fvmfeer of wf fleers 
Who Did Rot Select 
Disadvantage as one Mesn-Rating 

Of 51 a Choice* or Selections Made 



pISADV/JSTASB 


CMiTft 


4jC s*DR 


UP. VStt CUD* 


icxm 


I? 


tTJ3 


iai 


65 


lid 


105 


106 








Inadequate Pay for Job 
end Social Position 


11 


35 


24 


22 


2,8 


2.3 


2.6 


2.6 


Inadequate Ravel mousing 
'Jet Many tatlona 


15 


50 


25 


20 


»»2 


2.9 


2.7 


£.6 


Career Kay be Stalled by 
One Bed Fltneee Report 


22 


44 


60 


44 


3,2 


2.8 


5.3 


3.7 


Frequent and Sometimes 
Avoidable Separ* tl una 
from cne»a Fanlly 


51 


62 


28 


42 


5,6 


3.1 


3.6 


3.0 


Interruption of Children *a 
Education 


58 


77 


65 


68 


4.1 


4.3 


4.3 


4.6 


inability to Buy permanent 
Due to Frequent Transfers 
(often. with Little Notice 


54 


82 


58 


60 


5*0 


5.8 


3.8 


4.0 


(inability te Plan a Career 
Vlth any Assurance that it 
till Subsequently develop 
In Manner Desired 


41 


75 


61 


64 


5.7 


4.0 


3.6 


3.7 


Assignment to Duty at 
Undesirable Stations or 

Areas 


48 


ca 


58 


68 


4.1 


4.6 


5.7 


4.6 


Promotions Vo Mot Coincide 
With iKcraaaing eep nsl- 
Mlity. 


42 


68 


55 


45 


2.9 


3.7 


3.1 


3.8 


Leek cf formal Civilian 
Contacts and Friendships 
Due te Relative Short 
Period of Residence In 
a Community 


45 


87 


77 


80 


4,7 


3.8 


4.5 


4.S 


Too Much Chance Enters into 
wuceesaive Duty Assignments 47 


77 


68 


72 


3.5 


4.1 


4.1 


3.6 
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A5XICI PAT£3> TI*Wl>u. F :• VI Cl 

Table XVI 1 su-waariioe the prosent attitudes of 
this group of Supply Corps Officers relative to a Havel 
Career in an estimate of the anticipated future tenure of 
aervloe intended. Almost 60, of ell officers with the 
exception of those In the rank of Lieutenant (JO) plan to 
retire from the X*ry after 20 yea re un leas very favorable 
condition! exist. 

Approximately 10$ of the ,,ieatensnta and almost 
20% of the Lieutenant (J<?)»a in tnic staple of Supply Corpe 
efflcera will either resign at the flret favorable opportunity 
or are seriously thinking about resigning new* However, in 
considering this unfavorable response, it is well to 
remember that it is one thing to cheek c category cf this 
type on a questionnaire and an entirely different thing 
to take the action e response of this nature implies. 

Table XVJII follows up Table XVII wit the response 
to e purely theoretical question as to whether the officer 
would crsn a his proceeding m swer, recorded in Table XVII, 
if there had been a greater opportunity to participate in 
planning his csreer. It will be noted that a very large 
majority of all officers answered this in the negative. 

The largest percent of affirmative responses were in the 
Lieutenant and Lieutenant (J») ranks with approximately 
20% Indies t-ng that the opportunity to participate In 

t 

Career Planning store successfully would make s difference 
in the category they selected. 



Tv ole /J.X is ei.au a follow-up of tl;e responses 
eua*ri*ed in Table XVII. It li concerned with attitudes 
towards the psy re c calends t lone as originally ro used in 
tha Cl vi lisa Advisory Caawiiaaioii tudy on «r*ed ervlces 
Pay. ** further breakdown is Ir eluded in this pe tioular 
table to indicate the shifts in categories that ai. ht osaar 
in the event this legisl* lion is finally approved by the 
C -agree s* 

Apparently, the noat frequent shifts appear to 
be fro* • 20 to $G yesr anticipated service tenure and 
fro* a SO or 50 year service category to one of the two 
resignation responses • The coaasents nfede tend to clarify 
the ras toning behind these shift e • 

ins group cf Supply Corps officers state that 
an icarease in psy la an essential condition to a longer 
period of service. nothor group is equally insietent 
u; oa the need fur increased pay but they Insert en 
additional qualification thet the present retirement 
provisions be retained. tfeny of this latter group say 
they will probably rentln in the h; vy in excess of £0 
years but they etill feel that if this provision is altered 
It will represent to then e breech of faith and they will 
resign st the first favorable opportunity. 
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T/UWL4 TVII 

•ERC z&X AX ALT 1- -P* f*£l UlPAIhD T. nil k .* aiM,’TP> A£ STATID 



Hi' A 0 -JU«- '• iVAfJA l!«y M - 


l y. O' \ 


Ht r. 


'tW3 




CATfpuKY 


cm* 




, L T 


LTJO 


JJLL 


63 


119 


106 


106 


Statement 










rian to Retire After 20 Y«*re union* 

Very Fevcraole d * Eaiet 48.0 


47.9 


45.7 


■itf .6 


»IU -Uj Until 00 Xe*re ijnhtt 1 
Am retired 


23.6 


31.1 


2G.7 


29.4 


Hop* to Stey in th« Service a* 
Long a* I can 


22.2 


14.2 


13.3 


11.3 


Mil Reaign at the PIrat Favorable 
cp^orfcuaifcy T/nlesa Pres* X Condition* 
Change 1.0 


5.4 


10.5 


16.0 


Serioualy Thinking About Acaignlng 

Mow 


1.6 


3.4 


3.6 


3.6 



TA6US XVIII 

Pijicjbjrr anal* i- wr rx& ^ us* u ;lt c^rps 

OFFICERS SHj If VUi C” A.-OE ? E1R «ATlfl) *L> Rj. CE 
0 AHTlCIPATcI IIVJ/ .ii IJCnCS. J VIDKD T.»iIY SI :.x A’ • p: ID 
AX O' rOKTUKITT T PA FT 101* ATE KvV 5uCCi SSFULL3 IX P^AftllHG 

Ti AIR CAL «4R6 



CAT" 3v M 


Mm 


M,' ■ ■ 


jyL 


l?JS 


in 


C3 


119 


105 


106 


•oul4 Change 


9.0 


10.6 


21.9 


19.8 


*.ould Not Change 


*1.# 


89.4 


78.1 


80.2 










#*M ».U M i.J 

. 1,1 «. Kt «.J 




kji i.a 64 

ta i.M *« » u» 
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IMLT, <r7X 
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O-rxSBt %hvi J.JjU C».A£.CA Tu,I« ilAlit f _>'i <K C*. r AMTICJ i-ATJLD 
ILtUIi. 0! LLVICX ir THL MJ. ffc.X ZllL S2D 1H 

SybSTAAIIAlLX !«. OAIU Fv n rf AG J IQIHULY G?wL liD T01ETM2< 



»i7s tnt ri'iprt Vi? 4 ux... .Cu 
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V 4 
0 


^1^ i »«F 


r. Cu r-ii.'iits 


C*-Sv<RY 


caJR 


LCcUR 




jU JO 


ill 


OS 


11a 


105 


106 


Percent tfasfc • ould *1^* 


SO *2 


42 .f 


41*0 


40.2 


Percent that ' ould ot Chang* 


69. 8 


67*8 


£s, 0 


53.6 


Kuuber of vfficars iho suld 










Change their P.aapja** 


13 


SO 
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4a 


frequanoy of shifts In Response 










Categories 










'Ian to Retire Aft*r 20 '•lesra Unless 
Vary *’avorable Conditions "Alat 0 


2 


7 


10 


Kill Stay until 33 Years Unless I 
Am Retired 


S 


14 


12 


17 


Fop* to Stay In t ho ''ervlc* as 
irfag i«s i Can 


4 


7 


1 


4 


till "i*si/,a at the first Aval lab la 
'iportiinity Unless Present 
CoaJltl on* 


5 


20 


12 


9 


variously Thinkiug About P.e signing 

Kow 


I 


7 


11 


0 
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~ to 
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k SAM? LI *G .•? £ *J '• V ‘ TT l**8 1 *. ID 

Tsoi# XX is an estimate of the acuant of respons© 
receivod to the final questlcn *Mch re', -sated *u estious 
for the design and accomplishment of as ora weanin' ful and 
afreet! ve Career Planning for supply Corps of 1*1 oar a . 

The quality of this response was consistently 
high* The majority of officers spent a considerable 
amount of tlma carefully outlining in great detail their 
suggestions f«* • •»# , »c:t • •• end meaningful Career 

Planning* 

The rings and content of suggestions offered is 
so roet, it is practically an impossibility to sample 
them adequately and completely* However, the following oases 
have been selected* some out of each rank covered in this 
survey* They re presented just as they ware received. 

Some are unfavorable to the whole concept of Career limning 
while others may be impractical to operate in a military 
organisation* All are sincere efforts and believed 
representative of the content end quality of the total 
roup submitted* 
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“The gaval Piuiosslon Ilk* t he Clergy, ia a way 

of living and n. t a business. a ccessful »• v«l Career 

includes aort than re. ular promotijna and professionally 
desirable duty aasl -mats. 

Career .-lonalng must ce into rated Into otnar* 
factor* In « Kaval -fricar , a Ufa* It s* > .Id b*» 

Influenced by suoh f&otors as a Eavel * fflcar'a marriage, 
the advent of children and thslr ed..eatl n, the acquisition 
of a permanent home, tha •»••. ial environment open to hi a 
and his fs-ily, tha opportunities for higher education and 
tha etlmulus of travel at an early age, 

Tha re fora, Supply Corps Off 1 car a must be a counted 
to visit with and write to tha personnel offlcara In EuSsndA, 
to raeord their needs and desires and to plan seriously 
their careers In tha light of their professional end personal 
needs, A constant arv free flow or Inf onset ion between each 
Supply Corps Ofiicar and tu« Bureau la required, Perhaps 
“Career Ion file JtcScetn” for sect officer ebculd be 
established In order to have this information up to data 
at all times for consideration whan tha and of an essignoent 
period ia reached and now orders era contemplated. 

Too often Supply Corps Jf fleers feel that in their 
dufc,. assignments, they are the victims of circumstance and 
that the Bureau lias llttla interest in their personal 
requirement a. Foaitive and continuous career planning 
carried out between the Bureau and etch off 1 cor would 
obviate fchie ecurce of low norale and would Indicate to 
each officer that his requirements art of individual interest 
ta tha bureau, ha becomes no longer a numbered cog in tha 
Machine but a distinguishable entity who high morale ia of 
particular concern to the Chief of the Bureau,” 

“First, survey every supply Corps billet end 
establish the proper rank and experience to meet requirements. 

Second, divorce tha Supply Corps from the Lina ia 
the natter of numbers in each rank. There ia no leglaal 
basis for a percents e relationship. 

Third, set up a permanent board of seasoned off i oars 
to work out a rotation plan (w th due regsxd to specialties 
such as accounting and disbursing). 

vourth, give the Director of fflcer ersormel in 
BuStn «A enough rank end eut orlty to oarry it out, with ell 
consideration possible for the problems snd dealree of tha 
individual, without Interferenee from outside. 

Fifth, make tours from two to four years long, but 
.ive each officer from three to six months notice of where 
his next billet will be ao he aan do some intelligent 
planning of bis own life,” 
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S vf THKkg 

"The u/ply Cor pa should havs at least t-;rea 
divisions or orancr-ea for a eclaliats, neaelyt (1) Fiscal, 
to parfor all ace- anting and disbursing j (2) 'r:curenent, 
to perfora all purclu»aing and In* ant or? control) and 
(3) Material, to >erf-->ra all receipt, itur« s e end lasua 
of stores* A fourth division or trench could be established 
to ierfons all Clothing end «oll uteres, Chi? -tores and 
CouadLasery funeti< ne. 

The officers of the Euprly Corps cculd determine 

early in their esreer which division or branch they would 
rsthsr be assigned, 'ash officers w uld tlen be riven s 
special oourte of Instruction In the perf oraanee of the 
duties In that division or branch, officers would be 
assigned ae specialists and rotation cf duty stations 
would be sccoapllshed as at present, except that duty 
would always be in accordance with the specialty selected. 

In the event that »rwre fficer* s.'ply for one division 
or branch than cu*. oe used, then the renainli g officers 
eould be assigned to the division or branch of their 
second choice. 

The value of each officer to the Sa vr 1 service 
Must be determined by exacting Methods. The present 
fitness report has s Halted useful purpose. A recapi tu- 
la tioa of fitness reports Indies tea that nserly all 
offlesrs are above average by comparison with each other 
and thereby proves its own inadequacy, a he aoat exset 
method of evaluating tne worth of each officer in the 
Naval Service must be devised if we are going to be able 
to obtain and retain the type of officers needed. • 

ihat personal tr&lta dess ths svy e-.pect an 
officer to have? £o<e personal treita are required for 
all positions in a more or leas degree. The Navy has 
aany and varied kinds of positions, each requirin 
individuals with certain abilities. The Important 
requirements for seas positions nay be unimportant or 
not even required in other positions. Vs ha vs been 
asrking all officers irrespective of Line or Corns by 
weans of one fitness report, yet the qua 111 ice tl one 
for s Line f fleer are e ait ted ly n t the same qualifications 
an officer of any Staff Ccrpe should possess. The Line 
and each 'taff Cor- s should study their mission end 
determine what their require- enta are * d in what degree 
or priority arrangement. It can readily be seen that 
there are a great aany details end rar If 'cation* to 
this proposal 

CA K ; 



"Changes of duty are so burdeneoae financially 
and upsat a standard of living so, that officers are acre 
prone to ask for new duty based upon personal or living 
conditions than on the professional sepeets of the new Jab. 
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A mere disruption of fa r dLl7 routine is not objectionable 
if it c»n be reeumed substantially in kind at the new 
station without repetitive depletion or t e bank account 

et eash change* If such were the ease, officers w^ald 
give full consideration to to* job Itself end whether it 
contributed to e meaningful career pattern* At present, 
family rather thaj r fesai-i-tl co*,slderot 1 ms art 
Inclined to be uppermost. 

Specie li satloa has been accented In recent years* 
This limits the - eope and breadth f the ‘‘top*’ *n officer 
sight aspire to* a Judicious eoe.blnetlun of specialties 
sight alleviate this reatrlction* It Is believed seme 
official guidance In thie field la In order, hat is, an 
Illustrative career jmttern for a specialty or c^irblnatlon 
of specialties should be available to a young officer at 
the time he ia aalaating the 'mold*** 

1 |CA« a HV& 

"If X have correctly evaluated the trend of 
reasoning of the proceed ing questions, it la the irv Lied 

Intent of this survey to come up with a plan somewhat aa 
fallows: If wa con aosure an officer that ho will have 

such and such billets In the next five or ten years with 
regular promotion as now envisioned, ha will be a happy, 
contented and hence, productive officer during the whole 
of hie 30-year a pan in the Corps* For reasons noted below, 
X believe such a hyootheeie to be faulty* 

In the first place, such a plan would be i. ensely 
complicated to operate in the manner intended* * In any 
planned economy, the planning of one segment le. ds 
inevitably to the planning of another, The system either 
breaks down entirely or the overhead becomes immense* If, 
thru announced plens, upply Corps Officers were led to 
believe the. bed so- e sort of ♦right 1 to a certs i type 
of billet at a certain time, any of the innumerable 
defections that will u sat that schedule in individual 
esses will only worsen morale. 

In the second 'luce, I doubt that, with the one 
exception that will be discussed below, whether any sort 
©f formal career plsrwiixg Is neaess.ry t hold j.flcsrs 
in the Corps. The average officer, in my opinion, is not 

■ o much Interested in what typa cf job ha has in relation 

to pravloua Jobsj but rathar the geographical location 
of the duty and the len- th of the time he will be at that 

placa, Let the offlear servo near his heat and heap him 

there three yes t a, not one or two, rotsting him on jobs 
within the activity* Ferbapa announce thru rel tlvely 
informal met ns (as the Monthly Newsletter) wet *e 
considered within broad limits normal ty;ea of duty in 
gi van ranks, Then put the onus en the of fleer te come 
ae elose to that norm as posalfela* Ra quire tha perso -nel 
detailing offloara t consider serioualy an officer** 
raqueat for his next particular duty* imt don*t require 
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the Officer Personnel Division to schedule tho tn'i life 
for the next severe 1 years. 

In the bl^ end c» llca*ed Job of the r u ly Corps 
today, no one es; hops to hit all the jobs In his 
apprenticeship (l.e. thru Commander in most esses). 
Partlculer fields, ss accounting, have become so socialised 
end Important that ep* cislisatlun shujld be enc-ors.i *d and 
not later ^anallsad thru non-selection in senior ranks 
becouse of fsilure to have s rounded 'career pattern.' 

It Is assumed that the <c«reer pattern* ides 
is aimed at building up a strong .roup of apply Corps 
Captains who sill administer the ‘ upply Corps functions* 
lo ay Tind such an individual, to run a large sum ply 
center or derot for example, should be long or. experience 
end need not be especially o restive. The appeals of the 
Ksvy will hold t esc men with just a little one uragexent 
fro® the top. 

I, therefore, contend t :t the .apply Coros, 
while aontimilu; to aid those wfeeelhorses (not at all 
lntandad as an opprobrium), should focus Its attet Lion 
on hearing on to its brilliant offloers to insure that 
these officers will indeed rise to tnt top. hat is 
required to hold these <»eni Jobs of sufficient res. >r.si~ 
bllity and challenge regardless of tfce age a..d relative 
seniority of the officer. If this enallsnse is not 
constantly there, the officer will become discoura ed 
efter a few years s <d turn to tha higher remunerative 
fields of privats life where age la ft ctor of lesser 
Import nee. If the ly Corpe ie to fully discharge 
Its reap nsibilitiss to the «avy ard the nation In the 
evsr-iner easing im-ort nee of lo latica In warfare, these 
officers of highest caliber ust be retained. r uch 
offloers oust be brought uo f sterj they must be earmarked; 
their jobs must be more or less hand picked, the theory 
ef the Personnel Act is excellent but It ean be readily 
defeated in tha saalgn«ent of dut'si to the exceptionally 
capable. 

ienior Officers of the Corps should bs ur.\ed to 
kssp a look out for such offloers in te ssnlor lieutenants 
and Lieutenant Comsisndera, and rex.der special c ofldentlsl 
reports n V «m. fter further years of testing, the 
grou,. Use'- ss more «*nd score rc • rowed, out la still large 
enough to Insure adequate top management In futuro years. 

And then let them hit the top .r up in their very early 
forties or their late thirties If they’re reelly good.” 

C&*K JX 

”1 believe the Bureau should ask each officer in 
the fupply C rps t- submit at an early p lnt In hie career 
some sort of a rou.rh outline ee t hie Idea of how his 
career should bevel -p. The Dureeu should then oo- ent on 
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the career sugjewti -n end poi t out a.jy way In which the 
career o aid be pi# no# to no,- effective aoe.*# lleh.ent 
(to the e.id that t e officer « uld be offered <>»ter 
opportunities for » : i»oti©** a'. - rm«. • ••♦alble aitiona)* 
At this . int t e .reau and the officer should oom to 
acme sort f a . «gr« » -t aa t-. how th*. career e ld 
develop* Evei'y effort ah 1 d ther be node by the ' ureeu 
to keep the career u*.. ac edule. The officer • w.l feel 
a near guarantee that no long aa his worn is astiafeotory 
that hia career will be furthered end otectod by thoae 
in the Bureau making duty ©e - I .nice: ts* r>* whole matter 
of ritneea Reporta becxrea a auoject ■>£ atudj a* revision 
at this point** 

ChLK Ls'nU 



"An officer from the Officer Per*o:;nel division 
should make & tcur of the c entry at regular Intervale 
(Perha a once a year cr every two years)* atcpj inr at all 
major naval activities and individually interview ‘ ng *11 
Oupply Corps Officers wit:, a view to recording their ideas 
end desires and counselling thou sa to their c- uai« 
officers need not be interviewed arnually* ferhapr once 
In five years would suffice* .if leers at minor activities 
could report to major activities in their ares for their 
interviews. If this Is not feasible* s or.' a rears 

of bringing sll Supply Corps officers into personal or. tact 
with representatives of Officer Personnel at predetermined 
Intervals a ould be ©vised# .>uch periodic oonferencea 
would allow t'-e officer concerned -id the Officer ersonnel 
representative to establish types of billets* which would 
beet advance the officer concerned along his pi*: ed career 

until his next interview with e representative of officer 
Personnel*" 



CA i'lGhT 



"After 2 years * service every officer to select a 
'career pis.,,' to be »ede e pert ef his permanent record* 
and to be approved cr disapproved by the bureau on the 
basis of c naider* ions most pertinent at the time* 

tuSandA to ublish fr o--> tl a to ti e, tjoea of 
careers in which it is desired to train and assign officers* 
A definite f rm to be used for requestin duty 
assign enta in line with the 'career plan'* providing apace 
for notification of action taken by the Bureau* 

Individual * career plena' must be subjugated to 
the personnel and functional requirements of the i ureeu* 
Renee, eny system set up suat be flexible enough to provide 
for constant changes so that officers ' desires and the 
Bureau's needs will be coordinated# ^fter ell* we are 
working for the Havy epartxent and the U# . Government, 
which means that sll cf us must expect duties not to our 
liking er failing to tit in with our own plane for a Navy 
Career* 
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shatever . !• • 1* adopted rust be felt f lly 

followed, o far • j I bava ol served, the fceebni:>l 
* ecisllaation pi*. ■ iiclzed oy allies aru* <-acouat* 
two years ago has u - . ated to nothin , juoh o fiasco 
merely da-- rallies »• .< dia. sta these f us *' o vers 
naive enuu&L to ax tot real result#*" 

"It a. ptara that t -a first declaim ->uat bt made 
at the top on the q.iestlcn aa to vi. ether a;, of XI er is or 
la not In f«at to have a hearing on hi* future assignments. 

If It la decided time the t- reau will dictate all 
easignmant* , It ap ears t.*en that an officer should be 
informed of hie next duty assignment very early for isany 
reasons thief of which la that he can prepare for that 
assignment by study end observation at the time he le 
performing hie current assign ent* This, in ay opinion 
wo^ld tend to raise the general level of performance at 
all oomsands* The cnief dl aadva rtw^c is that the door 
is opened early for litieel* action, alaed at changing 
undaslrabla assign, eats* 

If the cv fleer la .^lveo sn opportunit: to have a 
voice in hie assignments, It appears that real c naidera tion 
should be t,lv*i to the wfficer whw consistently rserforoe 
in an outstanding m. ner. ,^rely it la in the Interest 
of the service, that a . officer who has pcrftmsed »*ell in 
the past be given ei opportunity to a elect an environment 
in waieh in his own alnd, he will c sntinue at that level 
of perfor ance in the future* Conversely a.: officer who 
has not »orfoi'«d well in tr.« .mat .1 ht well a better 
in the future if hie own desires no to ty>e of duty ware 
given consideratl n in his placement* 

I do not mean to ia^ly the, socialisation la 
particularly deairs le oi undesirable. The individual 
pxeference a icy -o rcr cr against and, in the long term, 
the interests of tr.e service are .•'ro^* t>ly best served 
by developing a fc rou »f specialists and a -.roup of non- 
specialist a. 

I feel that we need more participation by .he 
Individual in his own assign ants*” 

PAf. v .jra 

"I personally feel tlwt if t e Detail -ffice 
would wake it a policy to forward some type of form 
letter to officers expecting to be detached within the 
next three or four Months from an assignment, requesting 
they iisiicate such things as satisfaction with duty 
nearing ooc -letion, w ether they desire to iv. ain in 
that lina of i.u ly work or prefer a change, their desire 
for ..ext duty loect 1 n (list three) and possible a few 
other pertinent sections, it would go a 1 ng wwy toward 



making an individual feel he was pe rtlci . 1 . • ir» uiding 
bit eaivcr 4 d as* * s . uj that . : -v ' <• » • - ^.e L 

interested In recsivi >, hia cor- an t and hi* dealras. 

l.il* would t *nly seie a y - r ..oi l«t-.er# 

Chat go hack and forth but IT witn a hi.% h orcent* e of 
bccob llshment, offlo era w * 1« ba orders. tw -ns of t.eir 
next chwlcea end at about the time they ejected a great 
deal w..uld he gained in building, a ^.eoli.^ ir. o'- :.ti5iv idual 
I officer that thoy have a he .d In „i&. n. their as*i. nta 
and careers e*.d their desires a.e belv. met. 

I ertuna 11 y believe that such a thing c* 1 he dene 
much sore then what 7 have seen. In peacetime, t/.»re should 
be no need for short notice orders except in e^.t-.-.e 
emergencies." 

"I don't believe chst .aval Careers can be planned, 

1 challenge anyone t red lot what the need' and 
organisational sstuos will he five - ten yea re fro= now 
for any of the three servicea and their several cienches* 

In addition, I relieve that specie llzsti - o 
narrows and limits too much the amount of useiul service 
that can be erf r.ed by the ind 1 vidua 1 of. lee/, t has 
been my observation that the scat dependable .0 able 
administrators in the corps have been and are t e unoral 
service oi fleers, r ha « eelsliat tend to overlook and, 
in s j_.e esses, l,.,n- e the c urse of action tnac » Id 
expedite and enable e • active o.era.ic.’. • . e.i • r-;et 

too fte that the •* v y c nslats of -ei, ships, end olanes 
n< t cler-s, desks, and type* » iters 

, u... 

".'repa-eti . of handbook cover ng all ^iliela 
in apply Corps and this handbook .;iven to all - r-ply 
jfficers for inf orrsation end aid in Career *<* • • 

A routine fora sent to all officers re,; vaa ti.’-: 
choice of next duty 6 ninths before chaa*e - officer 
notified 3 c.-ntha in advance as t-»next change of < ity 
tod asked lor c«. ->ents fer or a-ainat, 

officers ah- Id oe enc urst’.ed to plan careers 
by preperi£4 a Ion ran .a plan wnieu ah-uld be reviewed 
toy • uTb 1 and after interchange of ideas, officers should 
be so assigned so as to roperly pre.-st for final 
objective, wharever possible, . the time an officer 
rescues Lieutenant in rank, he should have necessary 
experience to be designated ae a s. eslallst, if desired, 
in a fit Id of hia choice, 

fficert c«ou billsta in ’or ? » should, to# 

personnel spec* lists. 









"Attempt t. 
I grwdusvS Mb f * rst 

concerned. 



t-lve seen -w.opl. 

Choice »■ f % e S 3 



Jo: pa . ci„ ol 
tyu* o: i« 



Put the undecided your* office ii a It: e t'erot 
or large «Mp where h e can see ell aspects ,f a a. r «er- 
otherwlac he ’ll have trouble planning one* 

•# possible, w.ifln an ofi cer *t»a shoj • 
<2u t7# l* should be assigned a» clrse as poeslci* ;j.s 
official l\o tee, if officers c uli effect the, t' • ■ would 
be more inclined to s,.ply for the ty e of dut; t . aaated 

rotbor then to ecce t y t; e i,. order to ,ct t<,e 
location they went* 



Keep office; s advised as to whet the top level 
needs are and whet they are expected t; be in the foresee ble 
luture so they will hav* on opportunity to work toward a 
definite goal." 



Ca- * PObT.T hV 

“I can «. s#k only fro= the point at view see 
a sciolist* (1) <»«t the or pa o * only ams honestly elfins 

or dsny the need for functional specialize ti. i, (. ) ouse 
designated, rotate a sp-cialist within his specialty. 

(3) Promote hia to a rank oos ensurate with -.in res^ nai- 
^Ultis** (4) D1 s ense wit the lineal coaltior t»,eory 
of proraotl ons and put it on a erit baala. (6) ctatlon 
j *c*-y qualify one as s *Js c»r of all Trades and vster of none* 
but let »a not ruin a bonsflde s eciallst by tv.ose archaic 
■at hod , n 

&L^jan :■ • » 

"The onus for career planning is and >ust resiain 
on the individual officer* -*e oust eolde whet he wants 
to do and *he e he wants to g •. .^u.andA esn help hi* in 
det^rp 1 ! ? ng hew to go about it* obviously not sverybody 
can be an Ai -HAL • • * « end not everybody wants to be 
cne* 

. ecii io . * sals; ^x) _urvey the w.. le ••or’~-a 
fro* Class of ‘31 to t'.s resent. (S) fatoblish s 
revise ard of U i../is only, witi a wor<l..,, *ur. tarist 
of Civilians only, i.e* statisticians, analysts, eta* 

(3) Leterttlne c^retr as. ir* ti a of as -n officer as to 
highest rank desired; srecislty aspirations, if anjj own 
opinion of qualification* both professionally an) 
technically | addltio el training deaired and why) and 
other ertinent questl ns to draw out officers 1 career 
attitudes* (4) Tabulate date to show distribution 
spres d statistleally for use in comparing ’desires* with 
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*ru;eda of the service. ’ (5) Cull out • nly * jc * Information 

froa etch quest! i ns' re as la basically neeetaary lor 
detaining purp *ses -iil v , not feu e . int . Jt>o» «»t f record 
for pros tion pur. tees, a <3 eatabl *h a urely letail 
file on each officer. 16) ieatroy or place questionnaire 
in SHC ’ T file for taint’ end 'la^ :il era erusal only, 
and than only for detail refe.ei.cei . (.) - < vir-i fficers 

of purpose and intent or survey ae shown above. (0) A .nounce 
publicly the statistical find:.,.;* without raf.rcr. e to names, 
(y) Announce ubuicl; e **_r.Ite . licy *ith r* ect to 
career ^lanolng, educe ti im, potentialities, and action to be 
taken with respect t ’desires’ versus ’needs or the service.* 
i 10) urvey a..d ar.r.. *nce ,~clicly, the .Indiras on cere^ 
poe- ibiiitiee in tie corps, e.g, transportation career, 
petroleuas control and mane.e.ent, purchasing, . nneral supoly, 
merchandising, inventory control, etc. (11) -utllre in 
detail, the various career petterne end the s.-eolfic ty^es 
of billets Wiener* lly vvaile'ole in all grades to Commcndor, 
snowing axa^pxea .1 very doairev/le a.> very u. 'e*’rable 
locations which xaa be assigned. 

lapla t -,<r tutiun >f any sort of ^lar. a loo t^ese 
lines wu.ld Involve muon survey wura and statistical 
analysis, au d it wuuld be dependent upon trie corelation 
between ’desires’ snd ’needs of the service’ • , , which 
is basic. 

Kevevt eless, there sre many «;«cl»ltj c. rears 
which c , uld be named *nrf which o^nld occupy off. «ra all 
the way up t» Capteii ..d .dmirel. Jo no need b* restric- 
tive as to future otentla lities, p*rt' c la 1; view of 

unification trends and the sovy’* need to .rain ecple for 
much bi *er jobs than >avy-icido ones. 

I daresay that many officer who s.y away from 
takin undesirable e-sigrusents in re-ic-e locations would 
change their views *»d ha>plly accept such details with 
full aaauranca that they followed a care.r att«m which 
auited tLe .. 'or l iatanca, a petroleum s/cc-ellst who 
aspires t. fca a top ember or the '’etroleua u^ard someday 
would not sslnd going to a year’s duty la ti«* wllda of 
Alaska on a petroleum Job Provided be knew t: at etroleua 
would be hit major specialty throughout • a* Using, 

however, that uis as lr»tions da. end marc urvn ’contacts,’ 
’preafci.e Jobs’ and ’chanee aeaigiv enta, ’ he w . Id be 
reluctant to hole u in obscurity for a year In a >--# 
hamlet in Alaska, 

•cr ere all officers Interested in s/eelfilislng. 

Indeed *eny prefer t. take sssignjMnts as they come, enjoy 
the c-*n.ea, snd not worry ab"ut any c rear attsrn other 
than the aatisfaotlon of doing a Job well In any capacity. 

It regains for e statistics! survey t- tell w - t the 
roportlocs ere ei>d to determine whether any kind of 
patterns can be worked uut for anyone." 
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"Consultation with officer concerned «t the 
beginning of his career end st periodic intervals 
thereafter* 

A frank appraisal by both ths off loop snd tha 
offlosr hs consults as to tbs field bast suited, ability 
sod Modification in original appraisal* 

Kora considers tion of an officer *• personal 
Inclinations, hence his ability, rather then to the 
exigencies of an immediate situation* 

Personnel administration rather than merely 
assignment.” 



"Determine aptitudes of officers* Query officers 
regard -ng their choices for career patterns* 

Advise them of their chances for satisfaction in 
chosen career patterns with regard both to their proven 
or indicated capabilities *nd tha billets available. 

Establish satisfactory career pattern for each 
officer subject to change with conditions* 

Advise officer of his probable esraar pattern, 
and of any conditions arising tu affect It* 

Take special pains in Detail Of flea to accomplish 
career patterns as sat up but when conditions teaks change 
necessary, advise officers concerned as to raaoona*” 

■ SAdfi El JHTL&M 

"Soma time during the first six months of his 
career, a Supply Corps officer should be given a well* 
prepared pamphlet that discusses and explains tha 
following * (a) Tha possibilities of Career Planning 

and how a Supply Corps Officer can plan hla carear 
affaativaly* (b) Tha flslda in which on# sen plan hla 
career, including specie Used fields* (o) The type of 
duty assignments normally given to the different renka* 

A good career planning program should be devised 
and operated by tha Detail Section of officer Personnel* 

As much consideration as possible should be given to 
the officer's requests for duty assignments 

CMi WHET M 

"Definite rotation policy strictly observed* 

Pub licet! on of billets to be eve liable, allowing 
officers to aalaot desired ones with several months 1 advenes 
notice prior to transfer* 

De~eaphe#l*e general training for at leeet 6 years 
in Ensign and Lieutenant (.1.1) renka* 

Publish suggested patterns Including alternates. 
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3egln • counselling service - could be handled 
by District or Staff uppiy officers who could advise the 
junior officers on hoe to plan careers end whet duties 
should be included for the Host estisfylng or successful 
careers 

CASK T>' ^STT 

"It has always eacaeed ne that the Hevy allows its 
psrsonnsl to be thrown froaa job to job with each little 
regard for individual careers. *ith such confusion, it is 
folly to expect that the best possible use la being made 
of the officer. The kevy hse e great investment in each 
of us and should protect that Investment by ini tie ting 
a regular career planning pro^raa. It would bt logical 
to have on e district level and down to a station level, 
information on available Supply billets, also have 
conferences and Individual counsslllng sessions. The 
Officer T’srsonnel action of guSandA should be expanded 
to do e wure couplet® job. There are too few officers 
there now." 

omMkLs m h s m 

In conclusion, Mention night be mcde that »any 
of tha officers signed their nance or identified thenaelvee 
in sons way, sons expressed appreciation for the opportunity 
to "sound off," a considerable number thought the reaulta 
ah uld be published end a few Included personal letters 
supplementing tha questionnaire they subwit tad. 
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PART FIVE 
DI5C0SS10S 

THE FiULR OF TH3 INDIVIDUAL OFFICER 

Effective end successful Career Planning bovine 

• it; the eaplra clone and cepe bill ties of each Individual 

officer* Thia implies of knowledge of goals and a step- 

by-step self-evaluation by the individual officer, ideally, 

somewhat ea felloes - 

(1) A careful revie* of the various possible careers, their 

* 

educational and technical requirements, certain specific 
psychologies 1 needs the t are inter-related sod inseparable 
fros the various careers considered and cm estimate of 
the type, location, logical pattern end eventual goal 
of successive billets* 

(2) A critical personal evaluation of previous experience and 
training, both olvilien and Military, es to the degree 

of success attained, amount of interest generated and 
the indicated aptitude for the type of work involved* 

(3) A determination of long r«n w e personal objective* and 
criteria of tucceas* 

(4) Correlation of qualifier ti on*, objectives a. d opportunities 
in the choice of a career patter.* that moat nearly matches 
experience, interest, training end potentlsls* 

(5) The developacnt of e systematic approach - e problem 
solving technique which the individual officer aray 
apply when adjustments of the aelected career pattern ere 
in order due to an y one of asny factors that may adversely 
affect previous planning. 
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Of course thorn are s me individuals vhc toon to 
follow tucn on analysis instinctively and out eon tic oily* 

They * lvrsya spacer to have a very clear pict.ro of Just 
•hero thoy «ro going and or# constantly on the alert to 
cepltslise on any opportunities that devalop* 

Then, there ere s o who art incapable of decision 
and corresponding responsibility in spite of any training* 

Thoy aro of ton contnnt to alt out their service as noeaaaary 
toga in tho larger organisation* 

Finally, thara la a largo group of officer# who 
aro Insecure •* who wust fool their way along* Thaaa officora 
aro In neod of guidance* They require more factual information 
before Careor Planning can become a reality* 

Thua, tho role of tho Individual io paramount* With- 
out hi a parti el pat. ion, true Career Planning la weaning la a a . 
Unless hit participation ia developed on the basis of an 
led squat a ar d inf era ed self -appraisal, it la likely to be 
— 

XBi. ROLS uF TfcE OFFICER KS30*X'.L LI I - l OS 

Tho r apply Corpa la a Military organisation with all 
that It implies* Tho flrat eonalderation in duty aaslgzuants 
jisuat be tho nooda of tho service as thoy aro interpreted in 

t he Officer Personnel Division in the Bureau of Supplies and 
o counts . This does not nscassarlly nesn that the individual 
is inevitably cotsprcalaed in tho achievement of a seise tad 
career pattern* The majority ef officora included in this 
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study appear well-satisfied that the officers assigned to 
billets In the Cetell Section ere cognisant both or their 
needs tv 4 desires end ere wost anxious to reconcile then 
favorably wit* billet *>*eigrve:te »her ver possible* 

Fovever, there *re certain conditions existing 
that are generally unf* vorable t effective end eueoesaful 
Career iertnlrg to the extent desired by sseny of the officers 
i. eluded 1 this at dy, 

(1' The require -ants f fupply Corps Officers ere decidedly 
end deflrltely unstable which • i*he against any long- 
range Career Planning program, 

(2) Officers ere not equally qualified to eerve In ell of 
the various types of billets available* Individual 
differences exist end tend to become wore apparent ee 
career patterns develop* Therefore* personnel evaluation 
la a necessary prerequisite to the effective selection 
snd placement of officers in suecessive duty assignments 
which* in turn* say or way not alter the accowpllshwent 
of proposed or tentative career patterns* 

(3) fiy virtue of the else end character of the Navy itself* 
assignments exist that way be considered as * blind 

el leys" frost s Career Planning standpoint* It la oftan 
a watter of chance in time and olrcusistttr.ee whether an 
officer will be assigned to one of these billets* 

(4) Career Planning on a large scale for individual officers 
would be enorwoaely ooapiiested end expensive to 
coordinate and administer under present conditions* 
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HDUQUAC1 Ul THE *-tt AKD u? MC EAkCM 

Looking beck on this research project certain 
deficiencies art apparent in tha Career Planning Questionnaire 
and the sample of scalar U£S supply Corps officers selected. 
Possibly this is s Cw&ason recolio.. particularly In tha case 
of Initial invaa tigs tian* in difficult problem arm* such as 
Caraar p l*n«l 2 ig. 

Soma of tha questions could hay* beer, worded 
differently, but regardless of the Vurdii^ used a certain 
unknown amount of interpretatlo . will take place. The 
Type Coasaad Code developed for l icstion Jo. 5 (See Appendix 
C) la believed unsatisfactory for the purpose intended. 
Question Bo. IS which is concerned with the opportunity of 
en officer to participate in Career Planning would ha ve 
been sore useful if it hed contained an ©pan-cnJ in order 
to determine the shifts in eeivlce tenure categories that 
would result together with the reasons why. 

A number of questions originally developed were 
not used. Following ore a* trel examples selected from 
this group. 

1 (1) D- you believe it would we p* aside for on officer 
to fit himself into a standardised career ^eittem 
end follow it through most of the years of Ms service? 

Y e s > o If your answer is Yea , to whet extent 

end how penes nent ah aid this ohcice be ? 

if "your en ewer is o , why not?, 



( 2 ) 
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l>o you believe that a apply Corps cffieer of y ur rank 
and experience is ready to salaot a coroar pattern? 
Ya«__ »p w If your answer la Ko , why not ? 



(5) Co you have any a ee-el aptitudes, qualifier tien* or 
skills which have not fcesn utilized? o 

thst’era these ? 

(4} Kftat factors do you consider seat taper tent in aoleotlng 
a earesr pattern to follow ? 

fcith respect to tha sample it contains too many 
blssss to psrajit broad conclusions from ths data* 'bile tha 
rasponaa was satisfactory, 3l*7j£ of tha officers failed to 
answer* Kara they e imply too busy or uninterested in Career 
Planning research as dtvsloped in this investigation? 

While there are csrtsin faults in tha a®« pie, it 
does provide a basis of comparing percentage relationships 
between ranks survey ad. Its deficiencies were known bat 
were forced by limits tione of time end f ci 11 ties et hand* 

TtiJI CAS* P- A*D AGAINST CARSKR PIAXKIHO 

This research does not completely stats the ossa 
either for or against Career Planning, although it does 
indicate a eonalderable interest in many of ths issues* 

The evidence collected seems to point to Csreor Planning 
in s United sense wlta the immediate objective ef 
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developing officers for billets of Ircreaai. j reap slbility 
end importance rstber thsr ette>ptl g to pattern careers 
individually in accord w'th e tentative neater blue rlnt to 
be applied over sn extended period of service# ddltlonel 
research should sie^e clearly define the beelc issues which 
• till re -sin - 

(1) Is Cerecr Plernint possible to the extent B»ny officer# 
desire sed expect? 

(£) fow can Cereer Plsr.n'n*; be successfully applied to the 
eejority cf officers In s will orgeniasticn? 
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FAR? SIX 

31KKARX AKP C^SCLuSIOAS 

The objective of this research wee to subject to 
scrutiny various aspect* of Career Planning in oider to 
determine, by an empirical study, opinions and attitudes 
of a representative samp la of egulsr U£K supply Corps 
Officers relative to their own career pet tern* in particular 
end Career Planning In general* 

Vhe prliaary research Instrument employed in thle 
lnveatlgatlui, wti « speeially devised Career Planning 
Quae tlor.r.a ire cuaprlein^ a combine tl«.*n of Inf orcatlonel 
end evaluative- type questions* Como enswera were scaled In 
categories while ethers were either partially or completely 
open-ended. A total of 17 questions were used on the 
questionnaire which covered four mimeographed legal else 
pages end an accompanying letter describing the purpose 
of the study* 

< The Career Plena- -ig Questionnaire wee developed 
from e preliminary survey of the lesuee followed by a Pilot 

r tudy of its content in experimental form* After necessary 

< 

changes had been completed, the Career f leaning Questionnaire 
as finally revised wss seat out to e randomly selected group 
of Pcgulax* US* upply Corps Officer* in the ranks of 
Lieutenant (JJ), Lieutenant, Lieutenant Commander and 
Co ender currently on shore duty in the C ntlnental United 
rtetes* Approximately on* third of all offioere on active 
duty in each of these ranks were included in the sample 
selected* A total of 577 Career Planning questionnaires 
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store mailed out wit? a CO, 3/- response (3^4 question.™ iras) 
eithlm the ulloted tlwe orlod of a proems teiy 45 days. 

The enelyels wee spread oyer larG« work sheets for 
each r nk, a a the amount nnd cob laxity cf the Information 
Ir eluded made it infract leal to code tlae data a *? uee IBM 
cards. 

The acope end .-bvious liusitatiora of a study of 
this kind preclude any broad concluricn# derived from the 
data collected, particularly when the subject under acrutiny 

la aa broad end elusive oe that of Career ?Xennii> • 

Accordingly, while certain tendencies are noted 
herein, they have been carefully hedged which it believed 
warranted conaidorin the re^ea^ch upon which they are baaed* 

(1) Apparently, from the evldenoe gathered In the survey 
of this group of Cupply Corps Office* a, there seems to 
be a breakdown of cornual cat ions between the individual 
officer and the Bureau of Supplies and Accounts to a 
certain degree, fflcere in the field ere not sufficiently 
cognisant of the complex prcblc >• ene * ntered end the 
many factors to be considered by the Officer Personnel 
Divleion prior to nonlnatla^ an cf fleer to the Bureau 
of 'av 1 Personnel for e billet, Ol the other nr- nd, 
there may be Insufficient data on many u, ply Officer* 
available that can be railed on aa a basis for assignment 
by the Detell Section, Apparently, there ia a need for 
more information routed out to the field relative to 
beaio personnel pollclee. £ mover, this la not a problem 









.•T* #« V W*»*> w~t <J ■ • «« 




v >rll#n •*« *>«-• •* 












66 



that is unique either to the l&i&ly Cvrps or the £av>. 
Leek of adequate c zl *.ui*1c.i tious both up a;-d down an 
organist ti on i t * ften f and In cany it e and well* 
mane rd business en terprises that maintain world-wide 
facilities with large staffs of trained personnel* 

(2) There appear* to be on undercurrent of unreefc exit ting 
ssaong the off! cere covered In tliis survey, particular ly 
i 1 the ranks of Lieutenant end Lieutenant CoKoaader. 

This unrest largely a teas from two bo sic factors over 
which the Bureau of upplles end Accounts has no control, 
namely, inadequate pay and inadequate housing facilities 
st many stations, lotion has been taken by the fcavy 

-epsrt-ent ir. recognition of these deficiencies, but 
tangible results are necessarily slow &nd from the tens 
of numerous comment*, sob# officers ere shout at the 
end of their patience. 

(3) Frcaj the inform* tlen *o?idc- in ~.JLa study, it appears 

unlikely t*Bt typical CMt’.r patterns actually exist 
for £u. oly Corps vf fleers e« s whole la the various 
rank*. Furthermore, while this group of officers 
race* end what they believe to ie si. lde-1 succession 
of duty sssignrer.tB deemed superior for trainliig ond 
develop!: an officer and leading to a successful 

career pe tern, a -.-arently, p.ectieol exigencies and 
char ce factors have operated against the accon lishtaont 
of auoh et terns In tielr o«n ecreers. 

(4) The majority of officer* surveyed, In each of the ranks 
Included appear to be satisfied cn the whole with their 
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individual assignment*, with tn*lr Jhre-fcar, wartime 
and Peat-War saquenee of duty and finally, their 
total carter pattern to data* 

(ft) 7 ha eajority of officer* covered in thla study either are 
satisfied with Career Planning as it is now conducted 
or olao consider it relatively unimportant whan ratod 
with other, tsore pe.iscnal advantages and disadvantage* 
Inherent in and inseparable fro© a Naval Career* 

(6) the Majority of officers surveyed have attempted at 
tone tlaa In their career to aalaot or pattern duty 
assignments with apparent success# They also expect 
and believe they el XI be given as such consideration In 
the development of a selected career pattern as the 
needs of the service parrel fc# A large reajorlty indicate 
there is not enough information available to then on 
Career Planning and reecaaend the Monthly Newsletter ea 
the moat convenient cedis for transmitting this data to 
there* 

(7) The suggestions offered are interesting and worthy of 
consider® tion* However, #o»c are baaed on faulty 
information or aro impractical either from the stand- 
point of expense and available personnel or would be 
extremely difficult to carry out 1*< e military 
organisation such aa the Supply Corps of the Kavy* 
Notwithstanding, a>ne pint te deficiencies known to 
axist and rcao sand the estublislaisnt of certain 
procedures and agenda* for their adjustment which 
might well be examined further* 
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part sever 



SU03t£TI0KS FOR FURTHER RESEARCH 



This investigation was actually designed to serve 
a pilot study in the field of Csrosr Planning research* 
ls fact accounts for the numerous issues under consideration 
id the broad sweeping objectives sought* 

A belief existed end was partially substantiated 
subsequent results that, regardless of any factual data 
value that could be extracted, this particular thesis 
>Ject slight sarva to direct future studies into the a ore 
'ofi table research areae related to Career Planning end 
development of career patterns* 

It 1a possible that some of the suggestions for 
further research that follow ere already under consideration 
or heve bean previously tested with indifferent success* 

.Ji effort has bean made to construct these problems in e 
structure that appears capable of realisation with the 
minimum of facilities and specialised techniques* 

(il) An important consldarstlon unanswered in this study 

is whather there ere typical carser patterns that lead 
to major accomplishment end success* A gulded-intorview 
type of study of the carcera of a representative group 
of Supply Corps Captains may provlds useful data in this 
rsapsot* 

(6) A research-type investigation conducted with a 



represents tive sample of large civilian business 
organisations that have had experience monitoring the 
careers of their own manage ent personnel might result 



99 

In the collection of «o»e useful data app llcail© to 
Career Plaiutlng for Supply vf fleers, 

(3) Research should be implied to the problem of creating 
effective cowmmi cation between an officer in the field 
end the Bureau of ruppliee and Accounts through channels 
that permit « rapid transfer end exchange of accurate 
lnfonastlua In both directions. 

(4) Research night be profitably directed to the development 
of suoh additional records as are deeaed ne ccseery te 
adequately appraise the Individual officer for detailing 
pur pc sea. 

(6) The Post-r-raduat# and Technical Training fregrew ahould 
be parlcdisslly r«-exajlced In order to detersaire the 
current requirements, the anticipated future career 
patterns of officers undergoing this training end the 
basis of selection with aa »ueh of this data at possible 
made available tie all officers in order that they may 
have a clearer understanding of shat la intended and 
share they atsnd in relation to the ^-regress. 

(6) A study should be c nducted of the adequacy and 
potentials ef training provided by the rotation of 
billets at sajor Supply activities in order to 'lve the 
individual officer a well-rounded understanding of tbs 
Uupply Mission. 

(7) A masbar of officara stated on their Care r Planning 

ueatlonnalre a dee' re or nead for formal counseling 
services conducted at regular intervale by experienced. 
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iafo rasd and properly qualified officers* Researob 
should be directed to dsterrelns the aoat practical naans 
of lap lamenting a rogrea ef this nature* 

(G) Finally, an investigation should be considered relative 
to tim advisability or organising s Personnel Research 
end Planning Section in the Officer Personnel Division 
on an experimental basis, f or a period of time until 
its value ss sn Integral part of the personnel function 
is either proved or disproved* 
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EXPERIMENTAL CAREER PLA1TTI1TG JJESTIOinrAIRE USED ir 
THE PILOT STUDY 



NOETH'.VFSTFEN UNIVE : SI TP 



OFFICE OF TEZ ?-0"ZS3CR OF NAVAL SCIENCE 



The attached questionnaire on various aspects of career planning 
is part of a personnel research project being conducted by 
this Officer under the .joint sponsorship of the Graduate School, 
Northwestern University and the Bureau of Naval Personnel. 

A group of Regular Naval Supply Officers in various ranks has 
been selected at random to De surveyed in this project. You 
are one of this groun. The purpose of the questionnaire is to 
determine your opinions relative to your own career pattern, 
in particular and career planning in general. 

All data on the completed questionnaire will be tabulated 
and the results suo.jected to careful scrutiny and statistical 
analyses and interpretation. It is believed that this study 
may provide x'oluable insights into the problem of elective 
career planning. 

The. information fu-nish will be treated confidentially. 

It is not necessary to sign your name on the questionnaire. 

***i s is not a test — there are no right and wrong answers, 
so feel free to state your opinions fr-nkly. 

A prompt renly is most earnestly solicited and will be greatly 
appreciated. 

Thank you for your uarticipation and interest in this research 
roject in career planning, a subject o^ vital concern to all 
of us. 



Yours very truly, 



R. J. Gerhardt 
It. S3, USN 



CAREER PLANNING QUESTIONNAIRE 



i — ■* ‘’“inv— y*> 

i.i x xi JI 
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Before you start — A CAREER PATTERN for purposes of this study may be defined as 
a meaningful succession of duty assignments designed to develop the professional 
skill and enlarge the experience of the individual Officer fitting him for duty of 
increasing importance and responsibility and enabling him to achieve his personal 
objectives of an honorable and useful career in the Supply Corps of the Navy in 
areas of his greatest proficiency and interest# 

1* Present Sank . - _ Age Years Active Commissioned Service 

Present Duty: Sea Foreign Continental U.S. 

Academy Graduate 



2. 

3. 



4. 



5. 



Check all Applicable Classifications? 

Reserve Transferee Supply NROTC Program. 

Education: (Circle category representing furtherest point reached.) 

School. 12 3 4 College I II III IV Degree Post- Graduate Yrs. 



Line Transferee^ 
Former Enlisted Service 



Degree 



Using code designations indicated, when applicable, please list in chronological 
order on the following summary your previous duty assignments up to and including 
your present billet. Do not indicate temporary additional duty assignments 
separately unless they extende d for a period in excess of 6 months. 

I Duty 



No. 



i<xam-* 

leg. 

1. 

_ 2 . 

3. 

4. 
_5. 
6 ~« 
7. 

’ g." 



ensign 



(Use | Monthsj Type Command t 
_Ra nk Code X Servecj_ (Use Code IT ) , 



Lt. Crad r.} 



r-X 



18 



Sped fi< Duties 



4- 



■ Rating 
(Use 

i Code III 



24_ jl 3 , NROT C 



4 Su pply and Di s P ursi ng, D es troyer 



jln st ructo r Supp ly U nit 



9. 

10 . 



11. 



12j_ 

13. 



14. 

rs: 



16. 

T77 

187 

T97 

2o7 

I, 






- f- 
4- — 

-4 
























i 






■ r* 

— i__ 



-X- 



(... 

i 



I 

—L~ 



Duty Code : 

A. Sea, permanently attached to or operating from a Naval Vessel, 
Foreign, outside U.S. not permanently attached to vessel. 



B. 



II 



C. Within Continental Limits of U.S. 

|ype Command Code : Interpret broadly using these specific categories. (Note: 

this list has been devised for convenience in statistical comparisons onlv.) 

1. Busanda 

2. Field Branch 

3. Supply Centers and Depots, all types, 

4. Ship Yards, derating, Repair and Sub 3ases 

5. Combat Vessels 

6. Auxilliary Vessels. 

7. Naval Aviation Activities (NAS, etc.) 

8. Staff Duty, Major Commands. 

9. Amphibious Forces (incl. MTB's and CB's) 

10. Post-Graduate Schools (Incl. Naval War College etc.) 

11. Technical Training (Cargo Handling, Food Preparation, etc.) 

12. Supply Corps Schools - Staff or Instruction 

13. Other (Designate type command rather than code in Sumrary) 

Rating Code: For each individual Dut^ Assignment, select the statement which 

most nearly res^resents your evaluation. 

This duty was definitely of great value in ray personal career pattern. 

2. I believe this duty has been advantageous to m”- career. 

3. This duty will have little or no apparent effect on my career. 

4. This seems to have been a repetition of previous dutv and of little value. 

5. ■ y Career may have oeen retarded with this duty assignment. 

6. This duty would have been of greater value later in my career. 



6. 
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following^er'iods* 3 ' (Chech th th th6 Se ^ rate eareer Pattern for each of the 

S periods (Check the an.eer that host nearly eipresces your opinion) 



Dissatisfied 




, Well- 
-Period S aticfi ad 
Pre-War 
_W artime 
jc st-War 



j No Service 

Ir .. . i in this 

Jnsati sfa ctory | Period. 



7 . 



sp ~\“= buiets 

for inai — *» ~ ne 




^?to 0 lal t \ e a L°er°Stf.rn a to am d e aL S ’"'' 3t Marly r6Dresants ^ agination of 
meaningful career*pnt tern^ dUt " asslsnDents s «®” to fit into a 
seqi^nee^o^ass^gnpents. Pa ** 6rn sae ” s hare followed a logical 

S r;. r rS",i":; izzitz ivz irr::! se matcMns 

X'SfTl favor. Car6er 

in any manner, duty nssi^meUtl’ '“yes 1 '”' 1 ‘° 8eleCt ° r paUern 

how were you able to accomplish this? 7 ° Ur ans '’ 7er is ^ Just 



he given consideration in future ‘dutv assign T" haVe sienificanca and 

the Officer Personnel and Training Dhi ? ^« nts . Provided you have advised 
duty you wish to follow* A great dell i l Section) of the pattern of 

l^tle None . A ^ reat deal Some, but not too much Verv 
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11. How much information is readily available to you through official and 

unofficial sources relative to career planning. All that I need 

Some, but not enough Very little None that I know of . 

In your own case, what have you found to be the best sources of this 
data? 



12. What specific suggestions would you make for the design and accomplishment 
of more meaningful and effective career planning by and for Naval Supply 
Officers? _ 



13. Listed below are advantages of a Naval Career reported by a group of Officers 
recently surveyed. Select and rate in numerical order (with No. 1 your 
first choice) the six advantages you personally believe to be most important 
in a Naval Career. In the event that anv of your advantages are not included 
on this list indicate them in the blank spaces provided. 

Social Prestige as a Naval Officer. 

Medical care for self and dependents. 

A reasonable amount of job security. 

A variety of assignments and experiences which maintain 

interest in one's work. 

Congenial social environment. 

Periodic promotions in rank. 

Liberal Leave benefits. 

Increasing authority and responsibility with seniority. 

Opportunity to travel and live in many different areas. 

Retirement benefits at a relatively early age. 



14. Listed below are disadvantages of a Naval Career as reported by a group of 
Officers recently surveyed. Select and rate in numerical order (with No. 1 
your first choice) the six disadvantages you dislike most in a Naval Career. 

In the event that any of your disadvantages are not included on this list, 
indicate them in the blank spaces provided. 

Too much chance enters into successive duty assignments. 

Inadequate Naval housing facilities at many Stations. 

Promotions do not coincide with increasing responsibility. 

Inadequate pay for job and social position. 

Frequent and often avoidable separations from one's family. 

Little or no consideration of personal desires in changes of duty. 

Interruption of children's education. 

Career may be stalled by one bad fitness report. 

Lack of normal civilian contacts and friendships due to relative 

short period of residence in a community. 

Inability to plan a career with any assurance that it will subsequently 

develop in manner desired. 

Assignments to dutv at undesirable stations or areas. 

Inability to buy a Permanent home due to frequent transfers, often 

with little or no notice. 



. 5. Check the statement that most nearly expresses your true feelings relative 
to your future as a Naval Supply Officer 7 

Plan to retire after 2 % years unless very favorable conditions exist. 

Will stay until 30 years unless I am retired. 

Hope to stay in the Service as long as I can. 

Will resign at the first favorable opportunity unless nresent 

conditions change. 

Seriously thinking about resigning now.. 

16. Would your answer to question No. 15 be any different if there had been an 
opportunity to plan your career more successfully? Yes No 



YOUR COOPERATION AND INTEREST IN COMPLETING THIS QUESTIONNAIRE IS APPRECIATED 









V 
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Now that you have completed the C areer Planning Questionnaire ! 

You are one of a group of 20 specially selected Supply Officers presently 
located in the Ninth Naval District comprising the pilot or pre-study 
survey for this questionnaire. The answers of your group will be examined 
in order to determine how efficient these questions are in gathering the 
information desired and how well the questionnaire is working in general. 
Any comments you may have relative to the content or the phrasing of the 
questions will be greatly appreciated. Your answers on the questionnaire 
itself will, of course also be included in the final tabulation for the 
total group of Officers covered in the survey, 



■»v ' . . • ' - 



t • 
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SUMMARY <jY K^blPlCATIwNS MADE 
IN CAREER PLANNIHO QUESTIuKNAI RE 
AS A RESULT OP PILOT STUDY 

(1) Question 2 origins lly asked the officer to Identify his 
present duty ss either 3sa, Foreign or Continental United 
States, inasmuch ss it mas decided to confine tbs sample, 
if possible, only to officers on duty within the 
Continental Halts of the United States, this question 
then became superfluous end wca eliminated. In its 
place was substituted a question on liarital <t«tus and 
Number of Chlldxen which It was believed al^ht prove 
store useful. 

(2) The instructions In Question 4 whicu is concerned with 
the responding officer's formal educational status were 
slightly re-worded for clarification. 

(3) Another e light change was made in Question 3, Fart III 
Rating Code. Category No. 2. Here the scaling was 
improved by substitution of the word "value" for the 
word "advantageous" In order to insure that dlffarent 
word asaoelations would not disturb the scaling of tha 
ava lust Ions. 

(4) In Question 6, the classification Unsatisfactory was 
slininated ss repetitious and incapable of being clearly 
separated fron the c la so lfl cation Dissatisfied which was 
retained. 

(5) An additional aub-Qusetlon was attached to Oueation 2 in 
order to determine whether the officer believed he had 
bean successful in patterning duty assignments. 
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(6) Question 1£ wue re-Rtnbered Question 17 and ositioned 
at the end of the viestionralr© with additional apace 
filleted for eowwent * 

(7) uestiona 10 a <3 14 *er« re-R«mbered 1C «.*d 15 and 

several alight eia ges wt e metis i- ti» wording of 
certain f the sUte *nis* These question* were 
criminally developed by surveying a croup of officer* 
who were asked to list the stive ntagea anti disadvantage# 
in a Kaval Career that were important to them* The 
answer# were than tabulated and Included In the 
rxperiaentftl Career Fla ruling (Ueetlonneir*. As a 
reault of receiving a response from the Filot btudy 
Group to ell of the statements that had been lnolutiefl, 
none were dropped out* 

(9) Finally, Questions lb end 10 ware re-numbered as 14 anti 
10 anti an additional question was added as Ho, 10* Ko* t 
of the replies received In the Pilot Study cemented on 
the new Fay Bill as originally tiava loped frora the 
reco jsendatlona of the Hook Cormlaslon on Armed Service# 
ray* in reeosnitl on of V. la Interest Question ho* 16 
was tievlseti anti inserted* 
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15 April 1949 



Deer 

The uttt.chud questionnaire on various aspects of career 
planning is part of a personnel research project being 
conducted by this Officer under the joint sponsorship 
of the Graduate School, Nor thv/e stern University and the 
3ureau of Naval Personnel, 

A group of Regular Naval Supply Officers in various ranks 
has been selected at random to be surveyed in this project. 
You are one of tnis group. The purpose o ■*“ the questionnaire 
is to determine your opinions relative to your own career 
pattern in particular and career planring in general. It 
is believed that valuable insights into the many and varied 
problems in effective career planning may be determined from 
this study. 

All data on the completed questi or noire will be tabulated 
a v *d analyzed. The information you furnish will be treated 
confidentially. It is not necessary t o sign your name. 

This is not a test - there are no right or wrong answers 
so please state your opinions frankly. 

Your cooperation in completing this Questionnaire promptly 
is most earnestly solicited and will be greatly appreciated. 

Thank you for participating in this research project in 
career planning, a subject of vital concern to all of us. 

Yours very truly. 



1 C 




R. J. GERFARDT, 
Lt. SC, USN 



' 
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— -- r R y:U : ttrt ~ A CfJ>SSR f°r purposes of this study may be defined n s 

ski llRrcJ 1 e- larR°rR° r ' ° f dUty as ’ i S n - T ' er:ts <Sesl 6 ned to develop the professional 
. 11 d Cl ; 1&r G® the experience of tne indii'idual Officer fitting hi- for dut^ n f> 

ob^!t^ lnS ir ! P0rt ° nCe 6nd res P°nsibility and enabling him to achieve his personal 

pr “. 0i &n h3norable and useful career in the Supply Corps of the Navy in 
areas of ms greatest proficiency and interest. ^ 



1 . 

2. 

3. 



Present Rank 



Age 



Marital Status: Married 



Single 



Years Active Commissioned Service 
No, of Children 



Check all Applicable Classifications: Academy Graduate Line Transferee 

Reserve Transferee Supply KROTC Program Former Enlisted Service " 



4. Education: (Circle category representing present status) 

Hi gh Scho ol 1234 College I II III IV Degree Post-Graduate *rs 




I. 



Duty Code : 

A. Sea, permanently attached t> or operating from a Naval Vessel. 

B. Foreign, outside U.3. not permanently attached to vessel. 

C. Within Continental Limits of 



II. 



Type Command Code :: Interpret broadly using these specific categories. (Note: 
this list has been devised for convenience in statistical comparisons only.) 



Ba: 



10 , 

11 , 

12 , 

13. 



Bus and a 
Field Branch 

Supply Centers and Depots * all types. 

Ship Yards, Operating, Repair and Sub 
Combat Vessels 
Auxilliary Vessels. 

Naval Aviation Activities (NAS, etc.) 

Staff Duty, Major Commonds. 

Amphibious Forces (Incl. MTB’s end CB’s) 

Post-Graduate 3chools (Incl. Naval ^ar College etc.) 
Tecnnical Training (Cargo Handling, Food Preparation, etc.) 
Supply Corps Schools - Staff or Instruction 
Other (Designete type command rather than code in Summary) 



II. 



— :-iT‘iL.l ode : For esch individual Duty Assignment, select the statement which 
most nearly represents your evaluation. 

This duty was definitely of great value in my personal career pattern. 

I believe this dity has been of some value to my career. 

.his duty <vill have little or no apparent effect on my career. 

.his seems to have beer, a repetition of previous duty and of little value, 
My Career may have been retarded wita this duty assignment. 

This duty w^uld have been of greater value later in my career. 



2 . 

3. 

4. 

5. 

6 . 
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Ko'.v well were/or are you satisfied with the separate cereer pattern for each of 
the following periods? (Check the answer that most nearly expresses your opinion) 



Well- 

Period Satisfied 



Satisfied 



Dissatisfied 



No Service 
in this 
Period 



Pre-War 



7/artime 



Post-Wor 



From your own observation and experience, list specific billets for each rank 
in v/hich you have served which seen to you to be most essential and worthwhile 
for inclusion in the design of standardized career patterns. 



Rank j Specific Billet 


Specific Type Command 


» 

i 

Ensign * 

l 









[ ~ 

Lt.(.jg) ; ^ 


- - 


i 

! 





Lieut. 



I 

r— 






Lt . Cnrfr. t 






Cmdr. 



.I. 

1 

l - 
1 






* 

I 

-I — 



- 



TYhich of the following statements most nearly represents your own evaluation of 
yv>ur total career pattern to date? 

I am v/ell satisfied that my duty assignments seem to fit into a 

meaningful career pattern. 

On the whole, my career pattern seems to have followed a logical 

sequence of assignments. 

My career pattern seems to represent a forced compromise matching 

my own personal desires with the needs of the Service. 

On the whole, I am not satisfied with certain aspects of my career 

pattern. However, perhaps chance has not acted in my favor. 

I have had too many duty assignments that seem to be "dead-end” billets 

and therefore feel that my personal career pattern has been generally 
unsatis factory. 

At any time in your service have you attempted to select or pattern in any 

manner, duty assignments? Yes No If your answer is Yes, just 

how were you able to accomplish this? (Please be specific) 



7fero you successful? Yes 



r > 
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10. Do you believe that the choice of a career pattern will have significance 
and be given consideration in future duty assignments, provided you ho v j 
advised the’ Off icer Persornel and Coining Division (Detail Section) of 

the pattern of duty you wish to follow? A great deal Some, out not 

too much Very little None . VThy? 



11* How much information is readily available to you through official and 

unofficial sources relative to career planning? All that I need 

Some, but not enough Very little None that I know of 

In your own case, what have you found to be the best sources of this 
data? 



12. Listed below are advantages of a Naval Career reported by a group of Officers 
recently surveyed. Select and rate in numerical order (with No. 1 your first 
choice) the six advantages you personnally believe to be most important in a 
Nc-val Career. In the event that a* y of your advantages are not included on 
this list, indicate them in the blank spaces provided. 

Prestige as a Naval Officer. 

Medical care for self and dependents. 

A reasonacle amount of job security. 

A variety of assignments end experiences which maintain 

interest in one's work. 

Congenial social environment. 

Periodic promotions in rank. 

~ Li coral Leave benefits. 

Increasing authority and responsibility with seniority. 

Opportunity to travel and live in many different areas. 

Retirement benefits at a relatively early age. 



13. Listed below are disadvantages of a Naval Career as reported by a group of 
Officers recently surveyed. Select and rate in numerical order (with No. 1 
your first choice) the six disadvantages you dislike most in a Naval Career. 

In the event that any of your disadvantages are not included on this list, 
indicate them i.- tho blank spaces provided. 

Too much chance enters into successive duty assignments. 

Inadequate Naval housing facilities at many Stations. 

Promotions do not ooircide with i: creasing respot. sibi lity. 

Inadequate pay for job and social position. 

Frequent and sometimes avoidable separations from one’s family. 

Little or no consi deret ior. of personal desires in cnrr ges of duty. 

Interruption of children's education. 

Career may be stalled by one bad fitness report. 

Lack of normal civilian contacts and friendships due to relative 

short period of residence i.i a communi ty . 

Inaoility to plan a career with any assurance that it v/ill subsequently 

develop in marner desired. 

Assignments to duty at undesirable stations or areas. 

Inability to buy a permanent home duo to frequent transfers, often 

with little or no notice. 
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14. Chock the state:., nt that me st nearly expresses your true feelings relative 
to your future as a Naval Supply Officer. 

Plan to retire after 20 years unless very favorable conditions exist. 

Will stay until 30 years unless I an retired. 

Hope to stay in the Service as long as I con. 

Will resign at tne first favorable opportunity unless present 

conditions change. 

Seriously thinking about resigning now. 

15. Would your answer t> Question No. 14. be any different if there had been an 
opportunity to participate in planning your career more successfully? Yes 

No . 

16. Would your answer to Question l o. 14 be rny different if the now pay 
bill now before the Congress is passed in substantially the same form 

as originally proposed? Yes No . If your answer is yes, how 

would your answer be cnangad? 



What aro your reasons? 



17. 



VifhAt specific suggestions would you make for the design and accomplishment 
of more meaningful and effective career planning by and for Naval Supply 



Off leers? 



YOUR COOPERATION AND INTEREST IK COMPLETING THIS QUESTIONNAIRE IS APPRECIATED. 



